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With the exception of profound social and cultural changes such as those that led 
to the surge of women into the labor force in the 1970s and early 1980s, population 
growth is the main engine behind labor force growth. The civilian noninstitutional 
population will continue to increase over the 1998-2008 period, at roughly the same rate 
as during the previous 10 years. Numbers of Asians (and others) and Hispanics are 
projected to continue to grow much faster than those of whites or blacks. One of the 
major factors underlying the growth in the Hispanic and Asian populations in recent 
years has been the massive migration to the United States that started in the 1970s and 
continues today. And, while immigration is expected to decrease slightly between 1998 
and 2008, projected net immigration will remain a sizable proportion of population 
growth over the 1998-2008 projection period. All of the race and ethnic groups in the 
labor force are projected to continue to grow between 1998 and 2008, but somewhat 
more slowly than over the preceding 10 years. The "Asian and other" labor force is 
projected to increase the most rapidly, followed by Hispanics, and then blacks. As a 
result, by 2008 the Hispanic labor force is projected to overtake the black labor force in 
size. (The Asian labor force is less than half the size of either the black or the Hispanic 
labor force.) For all three groups, much of the change in labor force size is due to 
population growth, which, for Hispanics and Asians, will result from continued 
immigration. 
Report on the American Workforce 
Department of Labor, 2001 
With increasing diversity in the workforce, a critical challenge for organizations is 
attracting and retaining employees best suited to the organization's goals. Organizations 
utilize numerous tactics such as high pay, career advancement opportunities, training, etc 
in order to motivate and retain good employees. However, with such problems as 
increasing health insurance costs and the uncertainty about the future solvency of the 
social security system, employees are going to be concerned about their personal and 
fiscal well-being. Employee benefits can be an important tool for organizations to attract 
and retain the best possible talent, since employees are likely to be strongly concerned 
about issues relating to the costs of personal health and security, more so now than ever. 
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Employee benefits can act as incentives designed to address the unique needs and 
preferences of a diverse workforce. People choose to work in exchange for remuneration 
as a means to fulfill their individual needs. Organizations offer wages or salary as basic 
remuneration. Employee benefits, or remuneration intended for the welfare of workers, 
have rapidly become a larger part of the total compensation organizations offer since they 
provide both the employee and the employer tax advantages and help protect employees 
and fulfill such needs as healthcare, dependent care, retirement planning, vacations, 
education, and so on. While wages and salary are measured in somewhat absolute value, 
benefits can have relative value depending on the individual and his or her needs. Thus, it 
would be in the interest of organizations to understand and learn about employee needs so 
that employees may be offered remuneration that is most relevant to them. 
While employees may themselves be able to purchase many services that 
employers provide, employers are generally able to buy these services at much lower 
costs than employees. Costs tend to be lower when services are purchased for a larger 
group of people rather than for an individual. Services like insurance are less risky to 
provide for larger groups and fixed administrative costs can be spread over many 
employees. Employers design compensation packages with the aim of attracting certain 
types of workers. Since employee benefits have relative value for employees depending 
on their life needs, and since it is not possible to have perfect information about potential 
employees, compensation packages can be designed in terms of wages and benefits in a 
manner that would attract employees that the organization desires to retain. However, in 
order to get the design of the compensation package right, it is important for 
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organizations to aware of which types of benefits and services are important to various 
groups of employees. 
This is expected to help organizations attract and retain talent, as well as motivate 
the workforce, and ensure higher returns on investment in human capital. One way to 
understand employee needs would be to examine characteristics that can be safely 
measured as proxies of individual needs and associate them with preferences that 
employees actually hold for various types of benefits. The aim of this study is to do 
precisely this - understand how personal characteristics influence employee needs and 
consequently employee preferences for benefits. The present study does this specifically 
in the manufacturing context. Thus, it would be interesting for further research to 
examine these issues in other organizational contexts as well, especially since not all 
organizations or industries might experience the same demographics. 
Employee Benefits: Some Background 
Employee benefits, or compensation other than hourly wage or salary, have 
increasingly become a significant and larger proportion of total compensation. Table 1 
presents data from the Bureau of Labor Statistics for a 10 year period (1997-2006) 
reflecting the changes in discretionary benefits as a percentage of total compensation for 
private industry. The table indicates that over this 10 year period the proportion of total 
compensation provided by discretionary benefits rose by a almost 2% and health and 
disability insurance rose by 1.3%. While employers are legally required to offer certain 
benefits, they also choose to offer many discretionary benefits as this affords them cost 
advantages, recruitment and retention leverages, and tax incentives. 
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The history of employee benefits in the United States reflects the economic trends 
and industrial developments that took place in early and mid twentieth century. First 
instituted as insurance programs against unemployment and disability, employee benefits 
originated in "welfare" practices of organizations that sought to compensate and motivate 
employees in lieu of federal ceilings on wages. The National Labor Relations Act of 1935 
allowed unions to negotiate for benefits, with employees viewing benefits as something 
they were entitled to by virtue of belonging to an organization, and employers using 
benefits as tools to motivate employees and keep unions away. While initially employee 
benefits were designed to be uniform and cater to a relatively more homogenous 
workforce, the changing composition of today's workforce, especially in terms of 
minorities and immigrants, has compelled organizations to offer more flexible benefits. 
However, there are numerous laws that restrict the application of employee 
benefits flexibly in order to protect the interests of all employees. Thus, ironically, while 
legal mandates compel organizations to offer many types of benefits, legal stipulations 
also constraint many organizations from offering truly flexible benefits that would cater 
to a very diverse and heterogeneous workforce. Increasing costs (especially healthcare) 
have left most organizations with limited dollars for benefits programs, thus making the 
decision of designing effective benefits packages a challenging one. Additionally, the 
cost of a benefit does not necessarily equal its value to employees or have equal value for 
all employees, thus adding a further layer of complexity to what advantages employee 
benefits can achieve for both employees and employers. 
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Table 2 presents a brief history of important landmarks and legislations relating to 
employee benefits in the United States1. The U.S. Department of Labor (2001) reports 
that "Over the 20th century, the composition of employee compensation packages has 
changed from wages only to a wide range of time-off, insurance, retirement benefits, and 
more, in addition to wages. The availability of voluntarily provided benefits (such as life 
insurance and pension plans) and legally required benefits (such as Sociality Security 
benefits) essentially began as either isolated benefits in the 1920s - or social tinkering in 
the 1930s - and began to escalate in the late 1940s, when health and welfare benefits 
became more common. As an illustration, employer costs for employee benefits as a 
percent of compensation increased from 3 percent in 1929 to 17 percent in 1955 and 27 
percent in 1999." Table 3 presents a brief timeline of the development of compensation 
packages over time in the United States. As the table suggests, benefits offering have 
become more varied and numerous over the decades. This means that the role of these 
practices has evolved within organizations and could be an indication that organizations 
are indeed using these practices as a tool to attract, retain, or motivate their workforce. 
The American Workforce Today and Trends for the Future 
The demographics of the American workforce are changing rapidly. Over the past 
five decades the entry of baby boomers and women into the labor force contributed to the 
steady increase in the supply of workers at about 1.7 percent annually; however, now 
both these factors are fading as boomers are ready to retire and women no longer 
significantly swell the ranks of the workforce (Schiller, 2006). One thing though that is 
1 This paragraph introducing the history of employee benefits has been compiled from Martocchio, J. J. 
2005. Employee Benefits: A Primer for Human Resource Professionals. New York, NY: McGraw Hill. 
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new about the labor force participation of women, is that a greater number of women 
with children are now in the labor force, with 70% of the married mothers in the labor 
force by 1995 (Cohany and Sok, 2007). Figure 1 shows the trends in labor force 
participation of married women and women with children. Thus, if organizations recruit 
women with children, they will have to ensure that the unique needs of 'mothers' in their 
workforce are being met, such as dependent healthcare (Case & Paxson, 2001). 
The labor force growth is actually projected to slow down to just under 0.8 
percent annually between 2000 and 2050 (Bureau of Labor Statistics, 2002). The working 
population, though living longer, is steadily growing older (Weller, 2004). Over the last 
few decades the retirement age has decreased and the number of years over which retirees 
will collect benefits is likely to go up substantially (Gendell, 2001, 2002), aided along by 
increases in average life expectancy (Center for Disease Control and Prevention, 2004). 
This will be a potentially huge cost for organizations. With a large proportion of the 
workforce poised on the brink of retirement, and nowhere near that many people 
available to replace them, organizations are going to be faced with a potential shortage of 
labor (Gordon, 2005). However, there has been a recent increase in the labor force 
engagement of men and women over the age of 60 (Gendell, 2008) and projections are 
being made about increased labor force participation in the coming years of those who 
should be retiring (Toosi, 2005). Figure 2 presents a snapshot of the current and projected 
labor force participation of mature workers. Figure 3 presents the age trends in the 
population. Additionally, each 10 year age cohort in the overall population will become 
similar in size over the next decade, thus resulting in the existence of numerous 
generations in the working population as well (Riche, 2003). As numerous generations 
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exist within the workplace it is increasingly likely that based on differences in values and 
expectations from the organization, these various groups will respond differently to 
employer practices. Thus, while earlier the design of compensation packages might have 
assumed similarity of attitudes, needs, and expectations, changing demographics indicate 
that organizations can no longer afford to do so. 
A "demographic cliff' is being approached that will result in the withdrawal of a 
large number of skilled workers from the labor force, leaving behind a crisis of 
knowledge transfer to a younger workforce (The Economist, 2006). The compelling 
impetus for organizations will be the retention of skilled and valuable employees in order 
to maintain reasonable competitive advantages. In addition to getting old, the labor force 
is also becoming more diverse. "With higher population growth and increasing 
participation rates, the share of minorities in the workforce is projected to expand 
substantially. The share of white non-Hispanics is anticipated to decrease from 73 percent 
in 2000 to 53 percent in 2050. Over the same period, Hispanics are expected to more than 
double their share, from 11 percent in 2000 to 24 percent in 2050. Blacks also are 
expected to increase their share, from 12 percent in 2000 to 14 percent in 2050. Asians, 
the fastest growing group in the labor force, are projected to increase their share from 5 
percent to 11 percent between 2000 and 2050" (Toossi, 2002). These changes are going 
to raise increasingly relevant concerns about the diversity of needs, preferences, and 
attitudes of the new workforce, as also what organizations would have to do for 
successful workforce retention at competitive costs. Figure 4 presents the changing 
racial/ethnic composition of the workforce in terms of percentage of total workforce 
between the years 1984 and 2014. Thus, with increased diversity, the old assumption of 
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homogeneity of workforce needs and expectations can no longer be strategically used for 
designing employment practices. 
With the impending retirement of many baby boomers, organizations will face the 
need for replacement of workers, more so in those industries and occupations which are 
predominantly composed of this cohort presently (Dohm, 2000). The Bureau of Labor 
Statistics projects increased demand for workers in professional and service organizations 
over the next few years (Hecker, 2004), with concentrated job growth in the services 
sector between 2002 and 2012 (Berman, 2004). In addition to this, an aging national 
population will mean an increase in the demand for health services (Schiller, 2006) and 
hence the growth of the health and related services industry. And the shift to technology-
based organizations will mean an increase in the demand for professional and knowledge 
workers. Occupations in service, professional, and sales industries have a large number of 
boomers among their workforce and will face replacement needs acutely. Combining this 
future scenario of the facade of the American workplace with the projections about the 
shortfall in labor supply in the years to come we can appreciate the challenge of 
recruitment and retention that organizations are going to face. 
The New American Workforce and Employee Benefits 
In 2004, US Airways and Delta employees learnt that they will not have company-paid 
healthcare benefits when they retire. The airlines would also be reducing vacation and 
sick time as well as contributions to pension plans. 
In October 2005, General Motors reached an agreement with the United Automobile 
Workers union to cut $1 billion in annual healthcare costs for more than 750,000 blue-
collar workers, retirees, and their families as part of an effort to climb out of a financial 
crisis. GMwas soon followed by Ford, which decided to transfer the brunt of the cost of 
healthcare to the employees. 
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At big telecommunications companies, retirees pay a bigger share of healthcare costs 
than in other industries. Verizon offers less-generous employee benefits to units without 
unions. At SBC Communications, most active and retired workers will be switched to 
high-deductible health savings plans. 
In January 2006, IBM announced that it had changed its U.S. defined benefit pension 
plans and that it planned to redesign its 401(h) savings plan, effective in January 2008. 
The changes continued IBM's global strategy of shifting the future focus of retirement 
benefits toward the more predictable cost structure of a 401 (k), or defined contribution, 
plan and away from its legacy defined benefit pension equity and cash balance plans. 
Organizations are shifting the costs and risks associated with health and 
retirement benefits to the employees. While earlier organizations chose to bear the brunt 
of the costs as well as risks associated with the well-being of their workforce, rising costs 
and the need to be competitive in the global economy, as well as volatile environmental 
contingencies that affect entire industries (such as the effects of 9/11 on the airlines 
industry or the collapse of the Detroit area automobile industry) are forcing organizations 
to transfer the costs and risks associated with benefits over to employees and retirees. 
Additionally, an aging workforce means that there is a greater demand for health and 
retirement benefits and increasing diversity will mean different patterns of needs and 
demands for various employee benefits like paid vacation and family-oriented benefits 
(Honig & Dushi, 2003). The following story illustrates quite well the grim reality faced 
by employees and organizations. 
After the collapse of Digital Equipment Corp. cost him a 16-year career, Larry 
Millette started over, taking an entry-level factory job at the IBM plant in his Vermont 
village. The pay wasn't great. But to Millette, then in his late 40s, IBM offered something 
more valuable: a generous pension. By working another 15 years or so, then cobbling 
together his IBM and Digital pensions, Millette figured he could yet enjoy a decent 
retirement. But Millette's hopes have vanished in recent years as IBM all but abandoned 
the pension first promised to him. Today, after 11 years of 12-hour shifts, Millette has 
just $30,000 in his IBM pension account. He also has a new retirement strategy: "Work 
until I can't work anymore." Millette, now 59, is among hundreds of thousands of workers 
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whose dreams of long, comfortable retirements are getting upended as US corporations 
shed both the costs and responsibilities of traditional pensions. Faced with intense 
competition in a global economy, and huge obligations as baby boomers retire, many of 
the nation's biggest companies are rewriting the social contract that for 60 or more years 
has bound them to workers. 
The Boston Globe 
September 17, 2006 
There are two ways that organizations will seek to remain competitive in the 
workforce marketplace of the future. One would be through the recruitment of younger, 
and at the same time more diverse, workers to fill the gaps left by retiring boomers. 
Organizations are required by law to some extent to make their workforce diverse and 
they also believe that a diverse workforce makes them more competitive since it is more 
representative of the larger population of customers. Hence, organizations are likely to 
seize opportunities to recruit and invest in women and minority workers. The other would 
be through retaining the boomers themselves, since older workers would bring skill and 
knowledge advantages superior to those of a younger workforce. 
The Economist (February, 2006) reported that there is a slight trend with some 
companies toward adaptation to the coming labor crisis - they are retaining their retiring 
workers. Yet, most companies are not making any effort to retain older workers. One 
reason could be because developing countries like China and India have increased the 
global supply of skilled professional and knowledge workers that has led to the 
outsourcing of many tasks and jobs. In addition, it is also unlikely that boomers will be 
retiring from the workforce in quite the numbers that are being predicted since pensions 
are not going to be as generous as believed (Cappelli, 2005). In any case, the problem for 
human resource managers in the next few years is going to be the designing and 
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implementation of flexible incentives that will reach out to an extremely heterogeneous 
workforce in the most cost efficient manner. 
One thing that organizations can do in order to address both the above issues -
attracting diverse workers and retaining aging boomers - is to put together benefits 
packages that offer sufficient choice to all members of the workforce. Partly due to high 
costs, and partly perhaps because of diverse workforce needs, organizations are shifting 
greater cost and risk to employees. Flexibility can guarantee employee choice. Designing 
flexible benefits and rewards systems will allow organizations to take into account the 
needs and preferences of a broad spectrum of workers - from the 20-something 
generation Y workers to boomers who should have retired but were retained. 
Organizations are believed to choose flexible benefits for numerous reasons like 
recognizing their workforce's diverse needs and values, improving the corporate image, 
improving retention and recruitment, and increasing employee engagement (Employee 
Benefits Magazine, 2006). Ultimately though, organizations will be driven by policies 
that offer them cost advantages and return on investments. However, this does not mean 
that these varying goals cannot be reconciled. Organizations can achieve recruitment, 
retention, and employee engagement by channeling their limited resources toward 
designing benefits that are valued and utilized by all employees. 
Who Prefers What Benefits? 
While it is fine to imagine organizations offering choice to employees in terms of 
flexible benefits and rewards systems, the key question in all of this boils down to 
individual preferences, which will ultimately be the basis of employee choice; in other 
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words, who prefers what benefits? The big concerns about flexible benefits are that they 
are an administrative nightmare, overwhelming and tricky to tailor to each individual 
employee and that they do not necessarily help reduce or control costs (Employee 
Benefits Magazine, 2006). It is easy to imagine that the concept of tailoring benefits to 
individual employees can become unappealing to organizations if the costs of designing 
and administering the same escalate or tend to grow out of hand. One way organizations 
can avoid this hurdle is by having a clear understanding of the composition of their 
workforce in terms of needs, values, and preferences. The easiest way to do this would be 
to make assumptions based on observable and/or easily measurable employee 
characteristics. To this end, the personal or demographic characteristics of employees, 
such as age, gender, ethnicity, marital status, or number of dependents can act as proxies 
for employee needs and preferences. 
The needs of an unmarried male under the age of 25 are likely to be substantially 
different from those of a married 35 year old male with two children under the age of 10, 
or from those of a 58 year old male whose children are grown up and independent. By 
virtue of their personal characteristics, each of these employees is likely to have different 
needs and hence, different preferences for benefits. For example, it is likely that the 
unmarried young male employee might not value retirement or health benefits as much as 
the older employee, or is unlikely to value such benefits as child care or dependent care 
which might be very important for the employee with young children. Similarly men and 
women might have different preferences too. For example, research as well as anecdotes 
suggests that women typically have higher levels of risk aversion than men. Thus, this 
characteristic could affect the choices women prefer to make about benefits and 
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compensation. Another example could be race or ethnicity. Some collectivistic cultures 
put more stress on taking care of extended family members and dependents than other 
individualistic cultures which might stress personal achievement above everything else. 
Hence, racial or ethnic background could affect the social or familial needs of some 
employees more so than others and thus in turn affect their preferences for certain 
benefits over others. People work in order to fulfill the most basic of their needs. 
Employee benefits, along with direct monetary compensation, are the outcome of work 
and the means through which people try to fulfill their needs. Thus it is easy to believe 
that benefits preferences of employees are going to be driven by their needs. In order to 
understand how employee preferences for benefits will differ we first have to understand 
how their needs might differ. One way to do this would be through the assessment of 
those employee characteristics that are strong, albeit proxy, measures of employee needs 
- their demographic characteristics. 
Research on the effects of demographic characteristics on employee preferences, 
especially benefits preferences, has been scant. Additionally, this research is at least a 
decade or more old and may not be reflective of the changed/changing workforce 
characteristics of today. Some current research has examined employee choice behaviors 
with regard to pension plans and found effects for organizational tenure (Dulebohn, 
Murray, & Sun, 2000), age (Dulebohn, 2000; Gunderson & Kuchak, 2001), and gender 
(Gunderson & Kuchak, 2001). Research has also found that preference for family 
oriented benefits is influenced by age, gender, and number of children (Gunderson, 
Rozell, & Kellogg, 1995). While early research provided only mixed support for the 
relationship between demographics and benefit preferences (Milkovich & Newman, 
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1990), there appears to be very little current research examining the role of personal 
characteristics in determining preferences and needs for different kinds of benefits. This 
study attempts to remedy this gap in research by trying to understand how personal 
characteristics, measured as proxies of employee needs, affect employee preferences for 
benefits. To this end the aim is to be able to create profiles of employees based on their 
characteristics and use these profiles as a basis to predict what benefits they might prefer. 
To the extent that preferences will manifest in actual choice behaviors, organizations 
would be better served by learning more about employee needs and preferences. In light 
of the changing workforce conditions discussed above, the timing is thus very appropriate 
for organizations and researchers to try and understand who prefers what benefits. 
This dissertation sets out to answer precisely this - who prefers what benefits -
and other related questions. Can we predict whether certain employees will have a 
stronger preference for certain benefits? If so, then what do these personal characteristics 
- preferences relationships look like? For each kind of demographic profile based on age, 
gender, race/ethnicity, marital status, number of dependents, organizational tenure, etc., 
can we predict which benefits will be preferred? Do employees value some benefits much 
more than others? These questions are important because as the workforce becomes more 
and more diverse, organizations will have to design benefits programs that allow 
employees the power to make personal investment choices according to their needs and 
values while keeping costs minimal for the organization. The best way organizations can 
do this is if they actually make an effort to understand these needs and values. This study 
aims to be a step forward in that direction. 
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Organization of Dissertation 
Chapter 2 presents the development of the theoretical framework for 
understanding employees' preferences for various benefits. This chapter also examines 
the extant research on employee benefits through a brief literature review that aids in the 
development of the hypotheses for the study. The chapter begins with a description of 
employee benefits under various categories - protection benefits (including health, 
disability, and retirement protection), paid time off benefits, and accommodation and 
enhancement benefits. This is followed by a description of how the changing nature of 
the workforce is likely to be an indicator of the changing needs of employees. Next, a 
theoretical framework is presented using the concepts of organizational demography and 
psychological contracts in order to validate the necessity of studying employees' 
individualized benefits preferences. And finally, the last section presents the literature 
review and hypotheses under each of the broad benefits categories - protection, paid time 
off, and accommodation and enhancement benefits. 
Chapter 3 presents the design and methodology of the study. This chapter 
describes the organizational setting, sample, and data collection procedure. This chapter 
also presents the statistical methods to be used for studying the issues raised by this study 
within the constraints of the available data. Chapter 4 presents the results of the data 
analysis, including sample and summary statistics. And finally, chapter 5 presents the 
discussion of the results of the study, the conclusions reached, the limitations, and the 
implications for organizations. 
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CHAPTER 2 
THEORETICAL FRAMEWORK AND LITERATURE REVIEW 
"There are several places in the organizational literature where investigators seem to 
resist defining their concepts in terms of observable actions of individuals in the mistaken 
belief that, in doing so, they will have to explain the actions psychologically. 
If...properties can be defined in terms of observable individual behaviors, there is a 
better chance the empirical research...can be made more cumulative. " (Weick, 1969, pp. 
31-32) 
Structural analysts hold that organizational analysis can be best conducted by 
understanding the effects of the social composition of groups and organizations, 
measured through readily observable variables like individuals' personal characteristics. 
In organizational literature, studies exploring structural effects have largely examined 
group composition in terms of age, gender, or organizational tenure, moving from an 
assumption of similarity as a basis for interpersonal behavior, on to an examination of 
how organizational demography impacts various work-related outcomes (Pfeffer, 1997). 
Labor market research has examined such factors as the composition of the working age 
population and household configuration and their effects on organizational outcomes, for 
employers as well as employees (Riche, 2003; Honig & Dushi, 2003). Research across 
both disciplines has studied the impact of observable employee characteristics - in other 
words, their demographic variables - to make predictions about individual, group, and 
organizational outcomes, thus underscoring the importance of employees' observable 
characteristics in organizational analysis. 
Demographic variables are "the statistical characteristics of human populations" 
(www.webster.com), and may include any of the following variables - age, gender, 
race/ethnicity, occupation, socio-economic status, education, marital status, family size, 
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mobility, location of residence, nationality, religion, life cycles, language, or ownership. 
Employees' demographic characteristics are easily observable and/or measurable 
(compared to less observable psychological characteristics) and organizational and 
behavioral research has indicated that these characteristics can be used as strong proxies 
for understanding employee needs and motivations. Organizations provide benefits in 
order to address employee welfare - at least partly; and employee needs that must be 
fulfilled by the compensation they receive for work are likely to be strongly correlated 
with their personal characteristics. 
The challenge for organizations and for human resource professionals is trying to 
understand the needs and motivation of employees. It would be cumbersome and possibly 
expensive (not to mention, in some cases, probably illegal) to measure employees' 
attitudes and needs and motivation and use the findings to design compensation and 
benefits packages. Since observable demographic characteristics can represent, by proxy, 
employees' motivation and needs, benefits professionals can use these observable 
characteristics to infer what employees want. By determining the demographic 
composition of their workforce, benefits professionals can then design benefits that can 
help attract and retain the most suitable employees for the organization. Non-wage 
compensation, or employee benefits, is an integral part of the total compensation offered 
by organizations today, and while some benefits are legally mandated, others are more 
discretionary in nature. In addition to the obvious cost equation for organizations, the 
central role of employee benefits in today's organizations and the constant media 
attention on the benefits practices of large corporations thus raises questions about their 
effectiveness in recruiting, motivating, and retaining employees. 
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Employee Benefits2 
Employee benefits, through the provision of targeted services, are intended for 
promoting the economic/income security and welfare of employees. Figure 5 presents the 
role of employee benefits in the total compensation scheme. For organizations, employee 
benefits offer cost advantages, tax incentives, as well as a recruitment tool for attracting 
and retaining desired employees. Legally, organizations are mandated to provide a 
minimum level of protection to their employees as instituted by the Social Security Act of 
1935 (e.g. social security and Medicare), the Family and Medical Leave Act of 1993, and 
State Compulsory Disability Laws (e.g. workers' compensation insurance programs). In 
addition to these basic protective benefits, organizations have the discretion to offer a 
plethora of other benefits and most organizations choose to offer their employees some 
sort of benefits package that includes a combination of various types of benefits. While 
there are multiple benefits that organizations are either legally required to or at discretion 
to provide their employees, this study focuses on a subset of common discretionary 
benefits that organizations offer under distinct categories, based on what they achieve for 
employees (i.e. income/health protection, paid time off, and overall wellbeing and 
development). These are protection benefits, paid time off benefits, and accommodation 
and enhancement benefits. This section discusses each of these categories in more detail 
as well as the various individual benefits included under each of these categories. 
2 This section is compiled with information from: (A) Martocchio, J. J. 2006. Employee Benefits: A Primer 
for Human Resource Professionals. Second Edition. McGraw-Hill: New York. (B) Employee Benefit 
Research Institute. 2005. Fundamentals of Employee Benefit Programs, www.ebri.org (C) Department of 
Labor, Bureau of Labor Statistics, www.bls.gov 
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Protection Benefits 
Benefits designed for protecting employees and their families offer protection for 
health and against income loss. Health protection programs such as health insurance and 
programs that promote the physical and mental well being of employees fall under the 
category of protection benefits. Some examples of health protection programs are 
consumer-driven health care, HMO, dental insurance, vision insurance, mental health and 
substance abuse plans, and so on. Income protection plans on the other hand are those 
types of plans that protect the employee and his or her dependents under circumstances of 
income loss due to disability or death. Disability insurance, life insurance, and long term 
and short term care insurance are example of some benefits that fall in this category. In 
addition to these, the most important type of income protection plans are retirement plans 
that provide income throughout life after retirement. These can be defined benefit or 
defined contribution plans, with employees having the option to participate in more than 
one option at the same time. Some of these protection benefits are discussed in further 
detail in the following sections. 
Health Insurance 
With ever increasing health care costs, employer provided health insurance is a 
critical benefit that is provided by organizations. Health insurance allows employees to 
provide for their and their families' health needs without the risk of financial damages or 
loss. Employment-based health insurance is the most common health protection plan in 
the United States. Organizations are typically able to purchase health insurance at 
significantly lower costs than individual employees could for the same amount of 
19 
coverage, thus making employment-based health insurance cost effective. The cost 
control aspect is emphasized in what are known as managed care plans like Health 
Maintenance Organizations, Preferred Provider Organizations, and Point-of-Service 
Plans as these types of plans limit the employees' choices of doctors and hospitals. With 
such components as hospitalization, surgical, and physician benefits, heath insurance 
programs ensure that employees are able to take care of their health care needs in a 
financially affordable manner. Other types of health insurance plans include fee-for-
service plans which are characterized by payments made to the care providers after health 
care services have been availed of. Specialized health care plans such as dental and vision 
plans are also often a part of employer-provided health protection and allow employees to 
take care of their dental and visual health needs. 
Retirement Plans 
Pension or retirement plans ensure that employees have income during retirement 
by deferring income through the duration of employment based on some type of 
contribution equation calculated by the organization. In addition to providing future 
income protection, pension plans also provide tax benefits to employees as well as 
employers. Two types of commonly occurring pension plans are defined benefit plans 
and defined contribution plans. 
Defined Benefit Plans: In a defined benefit plan, the employer agrees to pay the 
employee a nominal sum of money upon retirement, based on a specific formula. 
Whether it is a flat amount for each year of service, a percentage of the average 
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pay for all the years worked in the organization, or a final pay formula that takes 
into account the final average earnings as well as years of service, defined benefit 
plans guarantee retirement benefits that are specified in the plan documents of the 
organization and have relatively lower levels of risk. 
Defined Contribution Plans: In a defined contribution plan, the employer provides 
each participating employee with an account into which the employer can make a 
contribution and the final retirement benefits reflect the employer contributions, 
the employee contributions, and any gains made through investments. Percentage 
of employee salary, level of company profits, or company stocks is often used for 
determining employer contributions to the defined contribution plan. A 401(k) 
plan allows an employee to elect to contribute, on a pretax basis, a portion of 
current compensation to an individual account, thus deferring current income tax 
on the contribution and the investment income earned. Defined contribution plans 
allow greater employee discretion with regards to saving for retirement but at the 
same time carry more risk than defined benefit plans. 
Disability and Life Insurance Plans 
Individuals' abilities to care for themselves and their families can be affected 
unexpectedly due to accidents/injury or unexpected illnesses that inhibit their ability to 
work. Hence, organizations often have provisions for disability benefits which can be 
either short-term or long-term. While employers are legally required to contribute to the 
public disability plans (the Social Security Disability Insurance and workers' 
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compensation), they can also offer discretionary benefits for the short or long term care 
of disabled employees. Thus, disability benefits ensure that employees don't get 
financially hurt due to unexpected injury or illness. In addition to disability insurance, 
employers also have the discretion to provide death benefits to the survivors of deceased 
employees through various life insurance plans. Most life insurance policies pay some 
multiple of the employee's salary with employees having the provision to purchase 
additional coverage, and thus help protect family members. Life insurance can be either 
individual life insurance purchased by the employee through an agent or a group life 
insurance purchased through the employer, in which case the employer has the burden of 
financing the plan and a larger number of employees get covered at lower costs of 
participation. 
Paid Time Off Benefits 
As the term suggests, paid time off policies ensure that employers get paid even 
when they are not working. Organizations provide such benefits for holidays, vacation, in 
case of illness or family emergencies, military duty, jury duty, etc. The Family and 
Medical Leave Act of 1993 ensured that companies granted leave of absence to 
employees to address family and medical issues. While paid holidays are not mandated 
by law, most organizations provide employees with paid time off on holidays like 
Christmas day or Labor day and some floating holidays that vary from year to year as 
well as some personal holidays. Vacation leave requires that employees complete some 
minimum employment requirement before they become eligible for the benefit and 
employees accumulate vacation days on an annual basis. Some organizations allow 
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employees to buy or sell their vacation days, such that vacation days can be purchased 
after accrued vacation leave has been used up. Organizations also provide sick days for 
short-term illnesses. The Family and Medical Leave Act provides for employees to take 
time off for the birth, adoption, or foster care of a child, care needs for ill spouse, child, 
or parent, or own serious health conditions. Thus, paid time off benefits essentially 
provide either time off for recreation (non-work) activities or for care needs related to 
own or family members' health. 
Accommodation and Enhancement Benefits 
Accommodation and enhancement benefits are discretionary benefits provided by 
employers for the mental and physical well-being of employees and their family 
members, family assistance, flexible scheduling of work, educational development of 
employees, and for providing support for daily living. Broadly, accommodation and 
enhancement benefits can be either family friendly benefits or benefits aimed at 
employees' development. Family friendly benefits such as employee assistance 
programs, dependent/day care plans, adoption assistance, or flexible working schedules 
allow employees to look after the well-being of their family members. Employee 
development programs such as educational assistance, tuition reimbursement, and career 
opportunities and employee referral programs help employees develop themselves and 
further their careers. These benefits are provided at the discretion of the employer and 
meant for the increased well-being of employees and their families. 
Thus, employee benefits can take care of numerous different kinds of employee 
needs. From health and retirement to leisure to education and personal growth and 
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development, a part of the employment contract that employees and organizations take 
for granted today is that in return for continued effort in achieving organizational goals, 
employers will help employees in fulfilling their and their families' life needs. 
A Diverse Workforce with Diverse Needs 
The statistics on the changes in the American workforce are clear indicators of 
how diverse organizations are becoming. This trend is predicted to continue over the next 
few decades. In her assessment of the changing population demographics, Riche (2003) 
presents data from the U.S. Bureau of Census on population composition in the years 
2000 and 2020 and how it is likely to translate into the labor market. These are 
summarized in the following sections. 
Longer, healthier life expectancy, coupled with continued preference for a two-
child family is affecting the age structure. Since young adults are having fewer children, 
the share of middle-aged and older people is not increasing. The size of each ten year 
cohort is expected to become more similar by 2020. The increase in the working age 
population is largely among people in later middle-age, as more Americans survive to 
older ages. This shift in population patterns will generate similar shifts in the labor 
market, with future labor force growth focused among workers 45 years or older. By 
2010 the median age of the labor force is expected to be 41 and the youth labor force will 
also be considerably larger than before, thus forcing organizations to assess what they 
want from older workers and what it will take to ensure that both younger and older 
workers are kept motivated and productive. 
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High fertility rates and increased immigration has seen to the increase in the 
proportion of racial/ethnic minorities. By 2020, non-Hispanic whites are expected to 
account for 63% of the working-age population, Hispanics for 17%, non-Hispanic blacks 
for 13%, Asian and Pacific Islanders for 6%, and American Indians for 1%. Minorities 
are also younger than the majority population and younger families are more likely to 
contain children. Hence, the 'younger adults raising children' configuration in the 
workforce will be comprised of minorities, while the 'older adults without children at 
home' configuration will be largely white. 
Single person households are increasing and are common in every age group. 
Also, there are more married couples without children today than before. There are racial 
differences in the number of two-parent households, with 80% of whites, as compared to 
70% Hispanic, and less than 50% black families in this configuration. Almost 54% of 
black households and 33% of Hispanic households are headed by a female, usually with 
children. Thus, organizations will have to consider the household configuration of 
employees when assessing their needs for the purpose of providing benefits, since the 
needs of single-parent households versus dual-parent household will all be different. 
This is a very brief glimpse of what the American population is starting to look 
like. These population trends are going to be reflected in the labor force and subsequently 
in the demographic composition of organizations. Organizational demography holds that 
by assessing the composition of the organization in terms of the personal or demographic 
characteristics of employees we can predict numerous organizational and employee 
outcomes. Applying this perspective will allow us to use personal characteristics as 
proxies for employees' needs. Studying the composition of organizations in terms of the 
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demographic distributions of employees will allow us to understand the distribution of 
employee needs in the organization. Based on their age, gender, ethnicity, household 
configuration, etc., employees will have diverse needs in terms of benefits. Older workers 
will have different needs than younger worker, single workers will have different needs 
than married workers, single-parent households will have different needs than dual-parent 
households, and combining any of these with gender or race will be likely to result in 
numerous other configurations of unique employee needs. 
While with a homogenized workforce the organization could expect similarity of 
needs and hence, similarity in the expectations the employees had from the organization, 
workforce diversity will now mean heterogeneity in the psychological contacts that 
employees hold. Since needs will become diverse in the organizations, in order to have 
those needs fulfilled, employees will have diverse expectations from the organization. 
This makes the task more complicated for the organization and the chances of violating 
the contract of one or the other group of employees goes up. While earlier organizations 
could offer standard benefits packages to their relatively more homogeneous workforce, 
now they will need to design and implement benefits that address myriad configurations 
of needs and will have to do so in the most cost effective manner. 
Theoretical Perspectives 
The employee-organization relationship has been the focus of much 
organizational research over the years (Shore, et al., 2004). In this section, two broad 
theoretical approaches will be utilized to understand why demographic composition is an 
important issue for organizations and how demographic characteristics can affect 
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preference for various benefits. The first is organizational demography - the study of how 
the demographic composition within organizations affects various organizational 
outcomes. The demography of organizations becomes important whenever the 
characteristics of the working population change and because of the strong explanatory 
power that demography has in understanding organizational behavior (Stewman, 1988). 
Organizational demography has been used to understand how demographic differences 
affect such organizational outcomes as turnover (Pfeffer and O'Reilly, 1987), 
performance evaluations and interpersonal relationships (Tsui and O'Reilly, 1989), and 
commitment (Tsui, Egan, and O'Reilly, 1992) among others. Pfeffer's (1983) definitive 
work posits that the organization's demography, in terms of distributions of age, tenure, 
gender, education, etc affects numerous organizational outcomes. Combining this 
theoretical perspective with labor market research that examines the nature and trends of 
the working population will allow us to understand why the demographic composition of 
organizations is important for understanding the employee-organization relationship 
within the specific context of benefits preference. 
The second theoretical perspective is psychological contracts - perceived 
mutuality of obligations that employees hold when they enter an organization. The 
concept of psychological contracts holds that in exchange for their services, employees 
believe they will receive something from the organization, compensation being the most 
basic form of such an exchange (Rousseau, 1995). While a few employee benefits are 
legally mandated, organizations can exercise a lot of discretion in the range and type of 
benefits they offer. Psychological contracts are highly subjective beliefs about what the 
organization should provide in return for employment and these may not necessarily be 
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enforceable (Rousseau, 1995). Psychological contracts can either be transactional 
contracts or relational contract (Rousseau and Parks, 1993). Driven by their personal 
characteristics, employees may have unique needs that will influence their subjective 
perceptions of their mutual obligations and their transactional expectations from the 
organization. Hence, how employees react to benefits can be understood through the lens 
of psychological contracts. 
Thus, while organizational demography can provide the rationale for why it is 
important for organizations to consider employees' personal characteristics, 
psychological contracts, specifically transactional contracts, can help understand 
employee preferences as driven by their personal characteristics and needs. 
Organizational Demography 
"In 1981 and 1983, Pfeffer proposed organizational demography as a new field of 
study and outlined an ambitious research agenda that had been followed with enthusiasm. 
Organizational demography is generally defined as the study of the composition of a 
social entity in terms of members' attributes (Pfeffer, 1983, pp 303). The compositional 
component of this definition distinguishes organizational demography from most 
previous demographic approaches. Organizational demography focuses on attributes as 
aggregate-level rather than individual-level variables, and suggests that they influence 
behavior independently of individual-level attributes. Thus organizational demography 
encompasses a theoretically distinct class of variables" (Lawrence, 1997). 
The sociological tradition in studying organizations has long recognized the 
importance of examining the compositional effects of organizational populations. 
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Stewman (1988) proposed several reasons why the demography of organizations should 
be considered as important. Demographic shifts in the national population make it 
imperative to study the effects of organizational populations, demographic variables have 
strong explanatory power for understanding organizational behavior, and organizational 
demography can be a useful tool for management (Stewman, 1988). These reasons are all 
the more appealing given the changing population and workforce characteristics of today. 
Age, gender, and ethnicity driven demographic changes in the American workforce are 
heralding a new set of concerns surrounding the employment relationship. Thus, it will be 
in the interest of organizations to learn how workforce compositional issues are likely to 
affect important employee as well as organizational outcomes. 
In his early work, Pfeffer (1985) quotes - "Demographic factors are important in 
understanding and managing organizations because similarity is one of the most 
important bases of interpersonal attraction; and demographic features such as age, race, 
sex both help to determine similarity and also signal that those who share these features 
are more likely to be similar. People who share experiences and attitudes are more likely 
to like each other because they will understand each other better, and because liking 
someone who is similar is self-reinforcing and it ratifies one's own qualities". While 
Pfeffer's (1983) initial work defines an organization's demography in terms of length of 
service distributions and how it is likely to influence such organizational outcomes as 
performance, adaptation, conflict, power, turnover, etc., organizational demography has 
shifted to include various types of attributes. Individual attributes are those that describe 
the unchangeable characteristics of the employee such as age, gender, and ethnicity. Then 
there are characteristics that indicate what relationship the employee has with the 
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organization such as organizational tenure and job/functional description. And finally, 
there are those attributes that signal the employee's societal position such as marital 
status (Lawrence, 1997). 
Research on gender distributions in organizations has found that unequal 
distribution of women in employing organizations is linked to variations in compensation 
(Tolbert & Oberfield, 1991). In various organizational settings, heterogeneity in 
organizational tenure has been found to be positively related to turnover (Wagner, 
Pfeffer, & O'Reilly, 1984; Pfeffer & O'Reilly, 1987; Jackson, et al., 1991). The main 
argument in some of these studies has been that demographic dissimilarity can hinder 
interpersonal communication and result in poor social integration and interaction (Pfeffer, 
1997). In other work, Tsui and O'Reilly (1989) and Zenger and Lawrence (1989) found 
negative relationships between demographic heterogeneity and turnover and performance 
and demographic heterogeneity and interpersonal communication, respectively. Greater 
work-unit diversity has also been found to lead to lower commitment and stronger 
turnover intentions (Tsui, Egan, & O'Reilly, 1992). Research on racial differences has 
found effects for such organizational outcomes as career satisfaction (Greenhaus, 
Parasuraman, & Wormley, 1990), performance ratings (Mount, et al., 1998), and 
organizational segregation (Lefkowitz, 1994). 
Thus, considerable research has examined the effects of the demographic 
composition of groups and organizations on various organizational outcomes and found 
support for the fact that demographic differences do indeed matter. The extant literature 
in this field allows us to make the assumption then, that employees' demographic 
characteristics must be related to certain attitudes and behaviors. Consequently, it follows 
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that the greater the differences in personal characteristics, the more likely employees will 
have different needs, attitudes, and behaviors. And taking this to the next level of 
analysis, that of organizational composition, suggests that the greater the heterogeneity of 
demographic composition in an organization the more likely it is that the organization 
will have to cater to different sets of needs and preferences in order to keep its workforce 
motivated and committed. Organizational demography helps us understand why 
employees' personal characteristics are important - personal attributes of the workforce 
determine the compositional structure within the organization, thus signaling variations in 
employee needs and attitudes, and consequently hold implications for organizational 
policy design and implementation. So what exactly is it that determines the composition 
of organizations? 
At the time when researchers were examining the consequences of the 
demographic composition of organizations, there was little focus on the determinants of 
organizational demography (Mitman, 1992). External labor market conditions, 
government regulations, and economic factors all play an important role in the evolution 
of an organization's demographic composition. This study is concerned with changes, 
both current and predicted, in the composition of external labor markets - attention is 
being drawn at the current moment to ongoing and expected changes in the American 
workforce composition. This is already affecting the demographic composition of 
organizations and is likely to do more so in the near future. If indeed demographic 
dissimilarity is the root cause for differences in basic needs and preferences, then the 
implications for organizational human resource practices are serious. 
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Psychological Contracts 
A psychological contract entails an employee's belief in the mutual obligations of 
the employment relationship and is based on the perception that "a promise of future 
return has been made, a consideration or contribution has been offered (and accepted), 
and an obligation to provide future benefits exists" (Rousseau, 1989, pg. 126). All three 
elements of the psychological contract can be observed in employee benefits - employers 
offer benefits for fulfilling employee needs and thus benefits hold the promise of future 
returns; employers offer benefits in exchange for employees' work efforts and thus a 
contribution has been offered and accepted; and employers use benefits to make a 
promise of continued need fulfillment thus sustaining an obligation to provide future 
benefits (Lucero & Allen, 1994). Rousseau and Tijoriwala (1998) proposed that the 
concept of psychological contracts is contained within the boundaries of subjective 
individual beliefs and perceptions and may entail expectations that may or may not be 
contractual. This high level of subjectivity in employees' assessments of what they 
deserve from the organization in return for their services is likely to be driven by their 
needs and preferences. Expectations of the organization's obligations are going to be 
driven by what employees' perceive the organization must do in order to accommodate 
their unique needs. 
Transactional contracts (as opposed to relational contracts) are defined as being 
economic and extrinsic in focus, close-ended and specific in terms of time frame, static in 
terms of stability, narrow in scope, and public and observable in terms of tangibility 
(Rousseau, 1990). Thus, employee compensation forms part of the transactional 
psychological contract between an employee and an organization. While wages or 
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monetary compensation, as well as benefits mandated by law, are likely to be explicitly 
written in the employment contract, an organization's obligation to provide many 
discretionary benefits might be part of the implied transactional contract. However, since 
psychological contract obligations and violations are subjectively determined by 
individual employees, both wage compensation and benefits will be important aspects of 
transactional contracts, whether implied or written. 
A lot of research has examined psychological contracts in general and 
transactional contracts in particular and some of this research is presented here in order to 
get a sense of why transactional contracts are important. Porter, et al (1998) examined 
employees' and organizations' perception of inducements offered by the organization 
under the categories of rewards for performance, career growth opportunities, and 
commitment to employees and how these affected job attitudes. They found that job 
satisfaction was related to perceptual gaps about inducements between employees and 
organizations (Porter, et al, 1998). In another study, Robinson, Kraatz, and Rousseau 
(1994) studied employee perceptions of employer obligations over time, at recruitment 
and two years later, assessing such transactional obligations as rapid advancement, high 
pay, and performance-based pay. Their results indicated that employees perceived the 
organization's transactional obligations as increasing, thus expecting that the organization 
owed them more than they owed the organization (Robinson, et al, 1994). Thus, these 
studies suggest that employees' are likely to hold expectations of organizations' 
transactional obligations, that these obligations are likely to change over time, and the 
perceptions of these obligations are likely to be different from what the organization 
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perceives its transactional obligations are. All these factors are likely to have an effect on 
employee job attitudes. 
Violation of the transactional psychological contract by the organization is likely 
to have negative employee outcomes. While traditionally research on psychological 
contracts has examined the employees' point of view, some studies have tried to examine 
the employers' viewpoint as well. Guest and Conway (2002) suggested that effective 
communication on the part of the organization and management could ensure that the 
psychological contract consisted of more explicit, rather than implicit, promises and a 
contract breach was less likely to be reported in such cases. Transactional contracts that 
deal with economic obligations are more likely to be open to explicit arrangements 
between the employee and the employer as opposed to relational contracts. In this sense, 
expectations about employee benefits, which are likely to have some monetary or 
economic value for employees, are likely to be considered relatively explicit. The more 
explicit the expectations, the more likely it is that violation of these expectations by the 
organization will result in negative employee outcomes. In fact, Lucero and Allen (1994) 
suggested that employee benefits had over the years become a growing source of 
employees' psychological contract violations. As benefits costs increase, especially 
healthcare costs, an increasing number of organizations might be shifting benefits costs to 
the employees. Employee satisfaction with benefits has been negatively related to 
increase in employee cost burden and positively related to increases in benefit levels 
(Dreher, Ash, & Bretz, 1988). Additionally, how benefits are administered is also 
important. Employees are less likely to perceive a benefit as fair if they are not receiving 
it according to either their needs or perceptions of entitlement (Kossek & Nichol, 1992). 
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Thus, expectations about how much cost the employee has to bear for benefits, what the 
employee needs and is entitled to, and how benefits are actually made available by the 
organization are all likely to factor into employees transactional contracts with the 
organization. The purpose of benefits is to fulfill employee needs. Employee needs are 
likely to depend on personal characteristics. Based on personal characteristics and needs, 
employees will hold some expectations of the organization to fulfill their needs, derived 
either through explicitly or implicitly stated promises of mutual obligations made by the 
organization. While some benefits may not be the most cost-effective way to meet 
employee needs, in order to avoid perceptions of psychological contract violations, 
organizations would need to find lower-priced alternatives without sacrificing the 
satisfaction of employee needs (Lucero & Allen, 1994). Thus, employee benefits can be 
seen as constituting a part of the transactional psychological contract that employees hold 
with their organizations. It is in the interest of organizations to understand what 
individual employee needs are in order to better understand what benefits employees are 
likely to perceive as obligatory for the organization to provide. This would allow 
organizations to tailor benefits based on employees' personal characteristics in cost 
efficient ways. 
Past Research on Employee Benefits: Hypotheses Development 
In an earlier study examining the impact of flexible benefits on employee 
satisfaction, Barber, Dunham, and Formisano (1992) assessed how demographically 
different employees were from a traditional employee demographic profile of long 
tenured, married males with children and non-working spouses, and whether 
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demographic profile differences had an effect on satisfaction with flexible benefits. Since 
flexible benefit plans were introduced in response to changing workplace demographics 
of the 60s and 70s that saw an increase in female participation in the workforce, the 
authors proposed that benefit satisfaction could be affected by the changed demographic 
profile of employees. However, they did not find significant relationships between 
demographic characteristics and responses to flexible plans. Studies of that decade failed 
to find support for the effects of demographic characteristics on benefit preference 
(Milkovich & Newman, 1990). 
However, these studies were constrained by the number of benefits they studied, 
the relatively homogeneous workforce in comparison to today, and less evolved benefits 
systems. In spite of these non-findings, there is enough evidence to suggest that 
combinations of individual characteristics might drive preferences and combined with the 
fact that the present (and future) workforce is more diverse than ever, there is 
considerable scope to expect demographic differences to manifest in employee 
preferences. Considerable time has passed since these studies and the workforce has 
changed since then and continues to do so. This section examines the extant research, 
such that there is, on employees' preferences for various benefits under the benefits 
categories discussed at the beginning of this chapter and proposes hypotheses to test the 
employee benefits preferences - personal characteristics relationship. 
Protection Benefits 
As stated in the section on employee benefits, discretionary protection benefits 
offered by employers aim to provide health and income protection to employees. While 
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research has not examined employees' preferences for either health insurance benefits or 
disability and life insurance benefits, there is considerable research that has examined 
employees' pension plan preferences and behaviors, comparing and contrasting defined 
benefit and defined contribution plans. This section examines some of the research on 
retirement plans and then proposes hypotheses related to employees' preferences for 
health, family, and income protection plans. 
Studies in the past have examined the role of age in choice behaviors, especially 
in terms of pension plans. Analyses of risk behaviors suggest that employee age is an 
important determinant of differences in choices that are associated with financial risks 
(Dulebohn, 2002). Clark and Pitts (1999), in a study of faculty members, suggested that 
the expected present value of participation in a defined-benefit versus a defined-
contribution plan would depend on both worker characteristics as well as plan 
characteristics. Clark and Pitts proposed that age at the time of employment would be 
positively associated with greater likelihood of enrolling in a defined-benefit plan, due to 
the rising value of a defined-benefit plan with age and the use of final salary in the 
calculating benefit instead of career salary (1999, pp. 29). Their study found support for 
the effect of age on pension choice. They found that a worker hired at age 45 was almost 
9 percent points more likely to enroll in a defined-benefit plan than a similar worker aged 
35 and that a worker aged 55 was almost 25 percent points more likely to enroll in a 
defined-benefit plan (Clark & Pitts, 1999). Since defined-benefit plans are associated 
with lesser employee risk than defined-contribution plans, results such as these lead to the 
explanation that older workers are more likely to prefer benefit plans that entail lower 
levels of personal risk. 
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In another study examining pension plan choice, Dulebohn, Murray, and Sun 
(2000) tested a model of the determinants of employee selection of retirement plans as a 
function of demographic characteristics, plan features, and employee attitudes. The 
authors drew upon Katz's functional attitude theory to suggest that employee attitudes 
develop to meet the needs of individuals and as such should be understood in terms of the 
function they serve. Hence, the utilitarian function suggests that people are driven to 
maximize rewards and minimize punishments, and as a result individuals develop 
positive attitudes toward objects that help satisfy their needs (Katz, 1960). Dulebohn et al 
suggest that retirement benefits can be understood in terms of potential rewards or utility 
maximization features and punishments or opportunity cost features. Thus defined-
benefit plans reward longer tenure while defined-contribution plans reward mobility. 
Defined-benefit plans are back-loaded with disproportionately larger returns accruing 
later in the career and defined-contribution plans often have lump sum distribution at the 
time of termination of employment (2000, pp.410). 
Dulebohn et al measured employee risk preference - a dispositional trait that 
indicates preference for risk taking behavior. Since defined-benefit plans inherently carry 
lower risk than defined contribution plans, employees with low risk preference are more 
likely to prefer defined-benefit plans (2000, pp412). The results of their study indicated 
that employee risk preference was negatively associated with choice of defined-benefit 
plan and positively associated with choice of defined-contribution plan. While they did 
not find any specific age effects, the results were consistently significant across all job 
categories for the positive effect of years of service on choice of defined-benefit plan. 
Since age and organizational tenure are likely to be strongly correlated, and since older 
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employees tend to have lower risk preference, the above results indicate that older 
employees are more likely to prefer defined-benefit plans. Older employees are also less 
likely to have too much mobility in the job market or alternative job opportunities and 
hence, are more likely to prefer benefits that reward their continued service with the 
organization. 
In a policy capturing study conducted by Gunderson and Luchak (2001), 
employees were asked to allocate a $1000 budget between cash wages and pension plan 
features and older workers were expected to exhibit preference for pensions over cash 
wages and over those features of pensions that offered inflation protection. The authors 
expected preferences derived from employee demographic characteristics to reflect such 
factors as risk sharing, family life-cycle decision making, and cash constraints. Results 
indicated that older workers did indeed prefer to spend more on pensions than younger 
workers (Gunderson & Luchak, 2001). Dulebohn (2001) studied pension investment risk 
behavior as determined by employee demographic and attitudinal variables. Risk 
behavior has been examined in relation to age (Bromiley & Curley, 1992) and older 
individuals have been found to be more risk averse than younger individuals (Barsky, et 
al, 1997). Dulebohn proposed a model of pension investment risk behavior that suggested 
that age would be negatively associated with risk behavior in investment allocation 
choices (2001, pp. 7) such that older worker would prefer the less risky option of 
investing in define-benefit plans. Results indicated that age was negatively associated 
with both investment risk level and real loss tolerance (Dulebohn, 2001) thus indicating 
that older employees are likely to be risk averse and have lower ability to recover from 
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potential income loss. This is likely to induce older employees to have stronger 
preference for benefits that protect income and limit risky options. 
Clark and Pitts (1999) suggested that workers that remained with the organization 
till retirement were more likely to enroll in defined-benefit plans. They found that faculty 
members with longer tenured jobs, rather than assistant professors, were more likely to be 
enrolled in defined-benefit plans. Dulebohn et al (2000) found that as years of service 
increased, employees were more strongly drawn toward defined-benefit plans which 
rewarded them for longer participation and individuals with less tenure tended to favor 
defined-contribution plans. Thus, it would appear that employees with longer tenure are 
more likely to prefer those benefits that reward their loyalty to the organization. On the 
other hand, employees with lesser tenure are more likely to prefer benefits that will allow 
them mobility and the scope to transfer their rewards should they leave the organization. 
Thus, these studies found that employees do indeed differ in their preference for 
various types of pension plans and for their preference of pension plans over wages. In 
addition, employees' personal characteristics are also likely to determine how risk averse 
they are and will possibly affect their choices with regards to employee benefits. 
Demographic characteristics are also likely to determine the need for certain benefits over 
others and hence drive employees' preferences for the more needed benefits. So while 
there are no studies examining employees' preferences for health insurance benefits, it is 
possible to conceive that health insurance will be more important to the people who are 
more likely to use it - namely older employees who are more likely to have health 
problems or employees with responsibility of dependent care such as women or 
employees with children or elderly dependents. Similarly, certain employees are more 
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likely to prefer disability and life insurance benefits since these benefits are intended for 
the welfare of employees' dependents in case of sudden illness, injury, or death. Based on 
the studies from the past as well as an understanding of what protection benefits offer to 
employees, several hypotheses can be proposed to examine the impact of employees' 
demographic characteristics on their benefits preferences. 
Hypotheses about Health Insurance Benefits 
HI: Older employees will have stronger preference for health insurance benefits than 
younger employees. 
H2: Women will have stronger preference for health insurance benefits than men. 
H3: Married employees will have stronger preference for health insurance benefits than 
single employees. 
H4: Employees with children will have stronger preference for health insurance benefits 
than employees without dependents. 
H5: Employee with elderly dependents will have stronger preference for health insurance 
benefits than employees without elderly dependents. 
Hypotheses about Retirement Benefits 
H6: Older employees will have stronger preference for retirement benefits than younger 
employees. Additionally, older employees will have stronger preference for defined 
benefit plans, while younger employees will have stronger preference for defined 
contribution plans. 
H7: Women will have stronger preference for defined benefit plans compared to men. 
H8: Employees with longer tenure will have stronger preference for defined benefit plans 
than employees with shorter tenure. 
Hypotheses about Disability and Life Insurance Benefits 
H9: Older employees will have stronger preference for disability and life insurance 
benefits. 
H10: Married employees will have stronger preference for disability and life insurance 
benefits than single employees. 
HI 1: Employees with dependents will have stronger preference for disability and life 
insurance benefits than employees without dependents. 
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Paid Time Off Benefits 
There is little research examining employee preference for paid time off benefits. 
However, as discussed in the section on employee benefits, paid time off benefits allow 
employees to address family and medical issues and hence, employees' household 
configuration in terms of dependents as well as their own health needs is likely to 
influence their preference for paid time off benefits. The burden of caring for dependents 
- both children and the elderly - is quite high and likely to increase over time as a large 
part of the population is growing old and as almost one half of all children are likely to be 
in single-parent households led by women. This will result in an urgent necessity for 
organizations to understand the needs of the changing workforce in order to be able to 
provide not only traditional work-family policies such as day care, but also other 
programs that support a high-stress lifestyle because of familial care issues arising 
irrespective of marital status (Kossek, 2005). 
Research is lacking in its examination of whether employees' race or ethnicity 
affect their preferences for certain benefits. However, it is possible to imagine that 
because of certain characteristics predominantly associated with belonging to a particular 
racial group, such as having to provide for a greater number of dependents or being in 
charge of a single-parent household, there could be differences in employees' preferences 
for certain benefits over others. Research on work-family conflict and inter-role conflict 
has examined the effect of marital status on various work related outcomes. At lease 78% 
of all employees in American organizations are in dual-earner families, with an 
increasing number of women combining full-time work with marriage and children 
(Barnett, 2005). At the same time, there has been a steady rise in the age at first marriage 
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for women with the result that it is less likely that women today will center their lives on 
marriage and child rearing, thus compressing the martial role into the employee role 
(Barnett, 2005). Contrary to long-held views about gender roles supported in early 
research, it would appear that gender-role ideologies are indeed changing as the marital 
structure of society changes and women apply themselves full time to the labor force in 
ever increasing numbers. And research is also finding that the proportion of men and 
women endorsing family is steadily converging (James, Barnett, & Brennan, 1998), thus 
suggesting that age and other life-stage factors might be more important in determining 
employee needs than just gender differences. 
Hypotheses about Paid Time Off Benefits 
HI 2: Older employees will have stronger preference for paid time off benefits than 
younger employees. 
HI3: Employees belonging to racial minority groups (i.e. non-Caucasians) will have 
stronger preference for paid time off benefits. 
HI 4: Single parents will have stronger preference for paid time off benefits than parents 
with a spouse or partner. 
HI 5: Employees with dependents will have stronger preference for paid time off benefits 
than employees without dependents. 
Accommodation and Enhancement Benefits 
Accommodation and enhancement benefits are offered to employees for 
ascertaining their well-being and development as well as the well-being of their family 
members. Some research has examined employees' reactions to certain accommodation 
and enhancement benefits such as dependent care programs and flexible working 
schedules. One study by Kossek, Barber, and Winters (1999) examined usage of flexible 
work schedules and leave of absence by managers and hypothesized that older managers 
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would have lower use of flexible work schedules because they would be more likely to 
have family structures that included grown children who did not live with them as 
opposed to younger managers who would be more likely to use flexible schedules 
because of children at home. They found empirical support for a negative relationship 
between age and both flexible schedules and leave of absence. 
Kossek (1990) studied the effects of employee gender, household employment 
configuration, dependents' care profile, managerial status, and use of familial care 
programs on work attitudes and absence behaviors. Citing gender research, Kossek 
suggested that women are more likely to be involved in familial care arrangements than 
men and as a consequence, also are more likely to be absent from work because of 
dependent care needs (pp. 772). Women were found to hold negative attitudes about child 
care arrangements and child care needs had greater impact on women than on men, with 
women strongly indicating work-related problems such as intent to quit and absence 
resulting from child care problems (pp. 781). While this study supports the concept of 
gender differences in needs and preferences, one of the conclusions from this study that 
pertains most to the present study is the fact that organizations need to ascertain 
employee needs before offering programs such as familial care in order to ensure that 
they are targeted at the right consumers and that they indeed get utilized. 
Gender differences in terms of needs and preferences have been further borne out 
in the work of Kossek, Barber, and Winters (1999) who studied utilization of flexible 
work schedules among managers and found higher incidence of use of flexible schedules 
among women. Across all ranks women are likely to have not only child care but also 
elder care needs and hence, irrespective of age are more likely than men to prefer policies 
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that facilitate dependent care (pp. 35). Such factors as gender, household employment 
configuration, and adult living arrangements have been found to be related to elder care 
problems experienced by employees, with resulting negative consequences for 
absenteeism and turnover (Kossek, DeMarr, Backman, & Kollar, 1993). These studies 
have used social roles theory in order to explain why women might have different needs 
and preferences than men. In spite of the growing participation of women in the labor 
force, dependent care roles are still being fulfilled by women (Kossek, Noe, & DeMarr, 
1997). 
Other studies have included gender as a variable under the assumption that 
women have different risk preferences than men and are more likely to be risk averse 
than men are and this would consequently affect their choice of pension plans or other 
benefits (Clark & Pitts, 1999; Dulebohn, et al., 2000; Gunderson & Luchak, 2001). These 
and other studies (Barber, et al., 1992; Smith, et al , 1998) have either been inconclusive 
or have found that gender alone is unlikely to have an effect and is more likely to be 
conditioned upon other factors in its effect on work attitudes. Studies that have examined 
dual roles of employees in relation to work attitudes assume that having to fulfill 
conflicting roles can affect job outcomes depending on the types of organizational 
support policies offered to employees (Rau & Hyland, 2002). Conflict arising from the 
interface of work and family life can negatively affect job as well as life satisfaction 
(Kossek & Ozeki, 1998). Further bearing out the importance of understanding employee 
needs in designing benefits, Rau and Hyland (2002) found that high levels of inter role 
conflict led to a stronger preference for organizations where flexible working schedules 
were offered. While early studies have not found marital status to have an effect on 
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preference for defined benefit or defined contribution pension plan (Dulebohn, et al, 
2000) or preference for flexible benefits (Barber, et al, 1992), the delay in the age at 
which people are getting married should raise interesting questions about the differences 
between married and single employees. 
Numerous early studies have examined the effects of dependent care 
responsibilities on various work outcomes and some of these are discussed here. Kossek 
(1990) examined how diversity in dependent care need and household configuration 
(among other things) affected attitudes toward managing work and childcare 
responsibilities and found that a lot of diversity existed between employees' preferences 
for childcare policies depending on their needs and profiles. Kossek found that single 
parents, males, and employees using total non-familial care had greater preference for 
sick care and on-site care assistance, single parents had a strong preference for 
information and referral assistance, and parents with infants had higher preference for 
day care network than parents with older children (1990, pp. 783). In other studies, 
Blanchard-Fields, et al (1997) found that both men and women experienced high amounts 
of inter-role conflict involving parental roles during their children's peak growing years 
and Hepburn and Barling (1996) found support for elder care as a predictor of role 
conflict and absence, thus indicating that unique life circumstances might drive employee 
needs for assistance from the organization in terms of dependent care. 
Kossek, et al (1993) examined how employees' elder care needs affect their 
attitudes toward dependent care benefits and found that experiencing elder care problems 
led to negative attitudes about managing work and elder care needs and increased 
possibility of absence. Gunderson, Rozell, and Kellogg (1995) examined how 
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demographic characteristics determined preferences for various family supportive 
benefits through a policy capturing study and found that individuals with children were 
strongly influenced by family-oriented sick leave while individuals without children 
preferred flextime. Kossek, Colquitt, and Noe (2001) examined employees' care giving 
decisions based on the type of dependents and their effects on various work-family 
outcomes such as well being, performance, and work-family conflict. They found that 
family care decisions were more likely to affect employees' overall performance and well 
being when the dependent was an elder rather than a child (2001, pp. 39). These studies 
all suggest that the household configuration of employees in terms of dependents is likely 
to determine their needs vis-a-vis various benefits options and recognizing these needs 
would be a first step in understanding employees' unique preferences. 
In the section examining employee benefits, accommodation and enhancement 
benefits were further broadly categorized as being family friendly benefits or benefits for 
employee development. While the research discussed above suggests that family friendly 
benefits are more likely to be relevant for employees with familial care needs, research 
has not examined employees' preferences for benefits like educational assistance and 
career development. It is possible to imagine that those employees who traditionally do 
not have strong educational opportunities before entering the labor force - such as 
women and minorities - will have a stronger preference for those accommodation and 
enhancement benefits that are directed toward employee development. 
Hypotheses about Accommodation and Enhancement Benefits - Family Friendly Benefits 
HI6: Married employees will have stronger preference for family friendly 
accommodation and enhancement benefits than single employees. 
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HI7: Employees with dependents will have stronger preference for family friendly 
accommodation and enhancement benefits than employees without dependents. 
HI8: Single parents will have stronger preferences for family friendly accommodation 
and enhancement benefits. 
Hypotheses about Accommodation and Enhancement Benefits - Employee Development 
Benefits 
HI9: Women will have stronger preference for accommodation and enhancement 
benefits aimed at employee development. 
H20: Employees belonging to racial minorities (i.e. non-Caucasians) will have stronger 
preference for accommodation and enhancement benefits aimed at employee 
development. 
Exploration of Specific Preferences 
For many organizations the concern might not be whether or not to offer certain 
benefits, but rather how to structure them. Organizations might be limited by legislative 
and economic pressures in deciding on how much of the cost burden to bear and how 
much to pass on to employees and this might affect the specific benefits practices they 
might decide to offer. Thus, examining whether certain groups of employees have strong 
preferences for different configurations of certain employee benefits might be useful for 
organizations to be aware of. Retirement plans and health insurance plans are two 
employee benefits that usually exist in multiple configurations, with some employee 
choice on which configuration to participate in. The test for hypotheses will examine 
whether certain employee groups have stronger preference for defined benefit plans or 
defined contribution plans. Health insurance plans can be of various types as well, such 
as preferred provider organization, health maintenance organization, and consumer 
directed health care plans. Additional regressions will asses whether certain employee 
groups prefer each of these health insurance plans more than others. 
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Organizations today are faced with two critical, as well as connected, issues - that 
of escalating costs associated with providing benefits for a workforce poised on the brink 
of retirement and the skyrocketing burden of employer-sponsored health insurance. 
Ongoing debate on the state of healthcare in the United States rages in many arenas from 
politics to documentary film. The United States relies on private insurance and spends the 
most, per capita, on healthcare3, yet has the highest infant mortality rate and lowest life 
expectancy of all high-income OECD countries as millions of Americans go uninsured 
(Hsiao, 2007). The uninsured number approximately 45 million as of 2007 and are rising. 
While this system of providing healthcare has evolved through legislative and 
institutional mechanisms over the decades and has been successful at providing benefits 
in the past, it has certainly been unable to contain the escalating cost of health insurance 
and health care in recent years and has consequently, raised questions about what some 
suitable alternatives might be (Blumenthal, 2006). 
Similarly, to say that the question of retirement pensions has been a topic of 
current debate would be an understatement. Pension costs have increasingly become 
uncontrollable and these challenges have been attributed to numerous factors such as 
declining financial markets, price competition, struggling industries, poor accounting 
mechanisms, and regulatory burdens to name a few (Duchac and Goldberg, 2006). 
Employers report not only increasing difficulty in managing benefits costs but also 
increasing ineffectiveness of benefits to create impact on employee behaviors (Hart and 
Arian, 2007). Pension and retirement systems in the United States are aimed at providing 
3 The World Health Organization reports that as of 2004, the total expenditure on health per capita was 
$6,096 for USA, representing 15.4% of GDP (http://www.who.int/countries/usa/en/). For the same year, 
Canada's total expenditure on health per capita was $3,173, representing 9.8% of GDP 
(http://www.who.int/countries/can/en/). 
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old age income security through public programs of social insurance as well as personal 
retirement funds and employer sponsored retirement programs. Thus, government 
regulations as well as economic conditions influence the costs associated with these 
benefits. These factors are further compounded by demographic changes in the workforce 
such as the aging of the labor force. 
Employment practices as well as the employment relationship are going to be 
affected by how expensive or manageable it is for firms to provide various employee 
benefits. If the legally required practices of the firm result in an increase in incurred costs 
then it is highly likely that firms will choose to cut costs in other areas or to pass on a 
greater proportion of the costs to employees. Thus, in the interest of better designing 
benefits practices that might be useful in attracting and retaining desired employees, it 
might be in the organization's interest to explore whether certain employee groups have 
stronger preferences for certain types of retirement or health insurance plans. This would 
allow organization's to either tailor their offerings or educate employees about making 
better choices about which plans to enroll in. 
Conclusion 
This chapter presented the theoretical basis for this study examining the effect of 
employees' demographic characteristics on their preferences for various benefits. As the 
demography of the organization changes to reflect the larger changes in the working 
population, various distinct employee groups will arise in the future, giving rise to 
distinct employee expectations about the role of organizational practices to fulfill their 
and their families' needs. Hence, the extant literature in this area was identified and 
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hypotheses were developed to test the relationship between personal characteristics and 
benefits preferences. As the literature review indicates, the unique contribution of this 
study will be an examination of numerous personal characteristics of employees not 
examined before as well as an examination of employees' preferences for an exhaustive 





The data for this study were obtained from a larger study on employee attitudes 
about compensation carried out at seven different locations of a large manufacturing 
corporation. The organization where the study was conducted is a construction materials 
manufacturing company incorporated in 1901 and serves four major markets through its 
products - residential construction, non-residential construction, repair and remodel 
construction, and industrial processes. With six principal subsidiaries and a fully staffed 
R&D facility, and operations in North America, Europe, and the Asia-Pacific, this 
organization employs approximately 14,000 people worldwide and reported net sales 
worth $5,139 billion in the year 2005. This organization is the largest producer of 
gypsum products in North America, the largest distributor of wallboard in the United 
States, and a leading manufacturer of ceiling panels and ceiling grids and has been ranked 
among Fortune magazines top 500 companies in the year 2004 based on annual sales. 
The company falls under the NAICS industry classification code 3274 - lime and 
gypsum product manufacturing, a category that includes the manufacture of joint 
compounds and wallboards. 
Locations Sampled 
Of the seven locations sampled for the present study, four were manufacturing 
plants, one was the R&D facility of the organization, one was the customer service 
center, and finally, the last location was the corporate office. The manufacturing locations 
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were spread across the United States. The manufacturing locations were as follows. 
Locations Ml and M2 were in Los Angeles, California. Of these, location Ml was a plant 
manufacturing gypsum wallboard and location M2 was a plant manufacturing joint 
compound. Location M3 was in East Chicago, Indiana and location M4 was in Port 
Reading, New Jersey and both were plants manufacturing joint compound as well. The 
service locations were all located in Illinois. Location SI was the customer service call 
center located at Schiller Park, location S2 was the research and development facility 
located at Libertyville, and location S3 was the corporate office located at Chicago. The 
breakdown of the sample surveyed at each of the locations was as follows. Location Ml -
65; location M2 - 71; location M3 - 181; location M4 - 80; location SI - 128; location 
S2 - 57; and location S3 - 10. Thus, the total sample size was 592. 
Measures 
The measures for this study were contained in a survey instrument aimed at 
getting data about employees' attitudes, their benefits preferences, and their personal 
characteristics. The measures included in the study were as follows. Appendix 1 consists 
of the survey instrument (company identifying information has been blacked out). The 
survey had limited copies of a Spanish version, created at the request of the company for 
the convenience of Spanish-speaking workers. In order to create an accurate Spanish 
version of the actual survey, the survey was first translated into Spanish by a native 
speaker. This was followed by a back translation of the survey into English by a different 
native Spanish speaker. The two versions were compared and any anomalies addressed in 
consultation with both translators. 
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Dependent variables - Employees were asked for self-reported preference levels for 40 
distinct benefits. The list of benefits was developed from promotional and 
educational/instructional material received from the organization regarding their 
employee benefits practices. Table 4 presents the list of benefits that were included in the 
survey. Table 5 presents the list of benefits as organized under the various benefits 
categories discussed in the previous chapter. 
Subjects were asked to report their preference for each employee benefit on a 5-
point scale indicating how important each employee benefit was for them personally. The 
scale was calibrated as "not at all important", "slightly important", "important", "very 
important", and "highly important". Subjects were also asked to rank order "three 
benefits most valued" and "three benefits most utilized". 
Independent Variables - Employee personal characteristics that were measured were age, 
gender, race/ethnicity, marital status, number of dependents, organizational tenure, and 
job tenure. The race/ethnicity categories were Caucasian, African American, 
Hispanic/Latin American, Asian American, and Other. The marital status categories were 
single/never married, married/cohabitating, separated, divorced, and widowed. Following 
Kossek (1990), the category asking for number of dependents had two components. The 
first component asked employees to identify the number of children they had in each of 
the following sub-categories - children under 2 years of age, between 2 and 5 years, 
between 6 and 12 years, between 12 and 18 years, and over 18 years. The second 
component asked employees to indicate the number of elderly dependents they had. 
These demographic variables were measured since they were considered to be most 
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indicative of employees' stage in their life cycles, and hence, of greater relevance to their 
benefits preferences. 
Controls - In order to isolate the effects of each demographic characteristic category, all 
the other demographic characteristics were entered as controls in each regression 
equation. 
Procedure 
Once the survey was developed, Institutional Review Board (IRB) approval was 
sought and received to carry out the study. As a first step, based on the information 
provided by the company liaison for the project, the researcher made email contact with 
the HR managers at the locations that had agreed to participate in the study. Suitable 
dates for survey administration were agreed upon and the researcher then traveled to each 
of the locations to carry out on-site survey administration. 
The survey was administered in group setting at each of the locations. The survey 
administration sessions began with an introduction of the study by the human resource 
manager of the facility. This usually involved the HR manager informing the participants 
about the company's decision to participate in a University of Illinois study, that the 
completed individual surveys would not be seen by anyone at the company and would be 
handled only by the university researcher, and that administration of the survey was not 
in any way an indicator or promise by the company that the participants' benefits policies 
would be changed. After this the HR manager introduced the researcher. 
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The researcher then proceeded with a brief self-introduction, thanking the 
participants, and then explaining briefly the purpose of the project. This included 
explaining to the participants that since there was increased diversity in the workforce 
and employees were likely to have different cultural values, we were interested in 
learning how their values and attitudes affected their preferences for various rewards and 
benefits. This was followed by a brief description of the survey and a description and 
purpose of the informed consent form that the participants were required to sign. 
The voluntary and confidential nature of the study was strongly stressed and the 
participants were assured that the company would not get to see any of their completed 
surveys, and that the researcher would not use any individual results but would rather use 
aggregated results in reporting back to the company. The participants were informed that 
if they did not sign the informed consent form then their survey would not be included in 
the study. The surveys were then distributed to the participants and there were no time 
restrictions on filling out the surveys. Participants returned the surveys to the researchers 
once they had finished filling them out. On average, the participants took 20-30 minutes 
to fill out the survey. 
Data Analysis 
The data analysis for this study was carried out in two stages. The first stage 
consisted of the preliminary analysis and test of hypotheses. The second stage consisted 
of supplemental analysis to test specific benefits preferences, i.e., whether various 
personal characteristics elicited strong preferences for certain specific benefits. Table 5 
presents the breakdown of demographic characteristics across the various locations 
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sampled. This gives a sense of the spread of the demographic characteristics in the 
sample of employees from this particular manufacturing organization. 
Preliminary analysis: The preliminary analysis presented means, standard deviations, and 
correlations and tests for colinearity. An exploratory factor analysis was conducted in 
order to reduce the items measuring benefits preferences into meaningful categories 
representative of the benefits categories in practice as presented in Chapter 2. (An 
exploratory factor analysis is more appropriate in the case of this study because the 
benefits categories are based on practice rather than theoretically derived. Since the list of 
benefits used as dependent variable in this study was one which was provided by the 
organization, there is no basis for assuming how many underlying dimensions there are to 
this data. Hence, an exploratory, rather than a confirmatory, factor analysis was used as a 
data reduction tool.) 
Test of hypotheses: Standard OLS estimates were used to test the hypotheses generated in 
chapter 2. Regression estimates were used to assess the relationship between employees' 
personal characteristics and their level of preference for various employee benefits for 
each personal characteristic while holding the other characteristics constant. 
Supplementary analysis: Additional exploratory regression analyses were carried out to 
measure employees' preferences for specific health insurance benefits as well as specific 
retirement plans. Subjects were also asked to rank order three benefits practices they 
"valued" most and three benefits practices they "utilized" most. These rankings were 
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briefly examined in the supplementary analysis section, with a view to aiding 




This chapter presents the results of the study. The first section presents the 
preliminary results. These include the sample statistics, results of exploratory factor 
analysis, and the descriptive statistics. The next section presents the results for the 
hypotheses tests. And finally, the third section presents supplementary results examining 
specific relationships. These include a deeper examination of employees' preferences for 
various types of health insurance benefits and retirement plans as well as some 
exploratory interaction effects. 
Preliminary Results 
Table 6 presents the sample statistics by each location of the organization 
surveyed. The sample statistics are presented for the independent variables - age, gender, 
race/ethnicity, marital status, number of dependents, and organizational tenure. Age and 
organizational tenure have been divided into quartiles. The total sample size was 592. 
The characteristics of the total sample will be briefly discussed. 
Overall, the sample consisted of 135 employees below the age of 135, 147 
employees in the age group 32 to 40 years, 138 employees in the age group 41 to 49 
years, and 129 employees in the age group 50 to 70 years. Thus, in this particular 
organization, since the first quartile fell at age 31, the employees' tended to be in the 
older age categories. In terms of gender, 398 subjects were males and 168 subjects were 
females, thus making male employees predominant in this organizational sample. 
Race/ethnicity in the sample was predominantly divided between Caucasian (277), 
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African-American (122), and Hispanic/Latin American (117) employees, with relatively 
negligent numbers of Asian Americans (15) and other races (28). A large part of the 
overall sample reported being married (309) and the employees sampled also had 
dependents in every age category as well as elderly dependents. The largest number of 
employees reported having dependents over 18 years of age (174) followed by those 
reporting elderly dependents (144), while the fewest number of employees had infants 
(50), thus corroborating with the older age of this sample. And finally, the sample 
statistics also indicate numerous employees with higher organizational tenure, with the 
largest employee group with a tenure between 15 and 40 years (134), followed by those 
with tenure between 7 and 14 years (120), between 3 and 6 years (114), and less than 2 
years (117). 
Tables 7, 8, and 9 present the results of the exploratory factor analysis conducted 
on the various employee benefits in order to reduce the exhaustive list into statistically 
and theoretically meaningful categories. In order to represent the exhaustive list of 
employee benefits that comprised the dependent variable into a smaller list of 
hypothetical variables, a factor analysis was carried out (Kim and Mueller, 1978). Since 
the variables for assessing employees' benefits preferences were obtained from a list of 
company documents and were considerably extensive, exploratory factor analysis was 
conducted in order to allow data reduction. Additionally, since organizational research 
has not determined various categories, and the use of categories as in this research stems 
from the manner in which employee benefits are categorized in general practice in most 
organizations (see Martocchio, 2006), an exploratory factor analysis was deemed as an 
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appropriate statistical tool to determine whether the factors that account for the observed 
covariation in this data map onto the benefits categories prevalent in practice. 
Table 7 presents the "Total Variance Explained" table; it shows the eigenvalues or 
the proportion of total variance in all the variables accounted for by each factor. The 
extraction method used was principal component analysis and the rotation method used 
was varimax rotation. Varimax rotation minimizes the number of variables which have 
high loadings on each given factor. Results in Table 7 indicate that the variables load 
onto 8 distinct factors, which cumulatively explain approximately 65% of the variance in 
the data. Table 8 presents the Rotated Component Matrix with the factor loadings (in 
other words, the correlation coefficients between the variables and the factors). Since 
factor loadings below 0.4 are conventionally considered "low", a factor loading of 0.4 
was used as the cutoff for identifying the variables for each factor. 
Factor 1, which explained 11.97% of the variance, loaded with 10 items; these 
were Dependent Day Care, Personal Financial Planning, Educational Assistance, 
Employee Assistance, Matching Gift Program, Adoption Assistance, Women's Cancer 
Rights, Employee Referral Program, Short Term Education, and Purchase of Company 
Products. These items are strongly associated with employee benefits aimed at supporting 
the financial and wellbeing needs of employees' and their families. Thus, this factor was 
labeled Accommodation and Enhancement - Family Friendly Benefits. 
Factor 2 explained about 10.3% of the variance and loaded with 5 items - EEO, 
Quality of Work Life Policy, Employee Complaint Resolution Procedure, Electronic 
Communications Policy, and Career Opportunities Program. These variables most closely 
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approximate employee development benefits practices and this factor was hence labeled 
Accommodation and Enhancement - Employee Development Benefits. 
Factor 3 explained about 8.92% of the variance and loaded with 5 items -
Dependent Life Insurance, Basic Life Insurance, Retiree Life Insurance, Group Universal 
Life Insurance, and Long Term Care Insurance. This factor was labeled Disability and 
Life Insurance Benefits. 
Factor 4 explained 7.6% of the variance and loaded with 3 items - Death of 
Family Member, Jury Duty, Leave of Absence (medical, family, military, personal). 
These items are most closely associated with paid time off for personal and civic reasons 
and this factor was labeled Paid Time-Off Benefits. 
Factor 5 explained 7.06% of the variance and loaded with 5 items pertaining to 
various health protection programs offered to employees. These were Preferred Provider 
Organization, Consumer Directed Health Plan, Health Maintenance Organization, 
Behavioral Health Program, and Health Care Select Account. Thus, this factor was 
labeled Health Insurance Benefits. 
Factor 6 explained 6.86% of the variance and loaded with 4 items, each with 
moderate to high factor loadings - Retirement Plan, Investment Plan, Vacation Buy and 
Sell, and Paid Vacation. These items most closely represent retirement plans and paid 
vacations. Thus, this factor was labeled Retirement and Paid Vacation. However, 
conceptually retirement plans are examined separately (see Chapter 2 and hypotheses 
development). While it is possible that this is a statistical artifact, it is also feasible to 
imagine retirement as a distally approximated "paid vacation" of sorts and hence, this 
could be a reason why the retirement items loaded specifically with the paid vacation 
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items. In any case, additional regression analyses will be conduced to parse out the 
preferences for each of the two retirement plans in order to test hypotheses H6, H7, and 
H8. 
Factor 7 explained 6.65% of the variance and consisted of 3 items - Salary 
Continuance, Short Term Disability, and Salary Continuance in case of Illness or 
Accidents. These items are most closely associated with assisting employees and their 
families during conditions of income discontinuity and hence, are all family friendly 
benefits. Thus, this factor is labeled Accommodation and Enhancement - Salary 
Continuance Benefits and will be used to test hypotheses related to Family Friendly 
Benefits. 
Finally, while Factor 8 explained 5.11% of the variance, the 3 items that loaded 
onto the factor did not conceptually hang together. These items were Vision Plan, Dental 
Plan, and Service Awards. Thus, this factor was left out of the main data analysis. The 
supplementary data analysis will examine preferences for the vision and dental plans 
separately as reported in the "Benefits Most Valued" and "Benefits Most Utilized" 
section of the survey. 
One item - Long Term Disability Plan - did not load onto any of the factors. 
While conceptually this item would belong in Factor 3, it is possible that long term 
disability as a result of the job occurs infrequently enough that it did not register as a 
benefit eliciting high levels of preference in this sample. 
Table 9 presents a list of specific benefits (variables) under each of the benefits 
categories (factors). These variables were combined (averaged) for carrying out the 
hypotheses tests. Table 10 presents the descriptive statistics (means, standard deviations, 
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and correlations) for the demographic variables and the benefits categories used for 
hypothesis testing. The correlations between the independent and dependent variables 
that are highly significant (at alpha 0.01 level, 2 tailed) appear in bold font in the table 
and will be briefly examined here. The problem of high colinearity between the various 
dependent variables (i.e. the benefits categories) will also be briefly addressed. 
Examining the table of descriptive statistics provides some information about the 
sample and the trends in the sample and interesting relationships. The mean age of the 
sample was 40.45 years (with a standard deviation of 10.99 years). This means that the 
employees in this organization tended to be slightly older and this alludes to the overall 
concerns with the aging of the working population. The average tenure in this 
organization was 9.30 years (with a standard deviation of 8.92 years). Thus, in general, in 
this particular organization, employees tend to have longer tenure. This is consistent with 
the relatively older workforce, since employees of older generations (as compared to 
younger generations such as the "Millenials") tend to have longer organizational tenure. 
The highly significant correlations in the data seem to reflect a pattern of 
preferences that certainly calls for deeper examination which will be carried out in the 
hypothesis testing section. The various benefits categories seem to be highly correlated 
with some of the demographic variables such as age, organizational tenure, gender, race, 
marital status, and having dependents below the age of 12 years. Family Friendly 
Benefits were negatively correlated with age (r = -.130) and organizational tenure (r = -
.140), thus indicating older employees might prefer these benefits practices more than 
younger employees. In terms of gender, being female was positively correlated with 
Employee Development Benefits (r = .192), Paid Time-Off Benefits (r = .229), 
64 
Retirement and Paid Vacation (r = .233), and Salary Continuance Benefits (r = .242), as 
well as, at a lower level of significance (alpha 0.05,2 tailed), with Health Insurance 
Benefits (r - .088). Thus, the effect of gender on benefits preferences might be something 
to pay attention to in the regression analyses. 
Race/ethnicity - specifically being Caucasian, African-American, or Hispanic -
had significant correlation with some of the benefits categories. In particular, being 
African-American or Hispanic was positively correlated to preference for Family 
Friendly Benefits (r = .176 and .179, respectively) and Employee Development Benefits 
(r = .125 and .116, respectively). Further, the racial category African-American was also 
positively correlated to Disability and Life Insurance Benefits (r = .136). The racial 
category Caucasian and Health Insurance Benefits were negative correlated (r = -.151). 
Thus, race effects should also be carefully examined in the test of hypotheses. 
Finally, being single was negatively correlated with Disability and Life Insurance 
Benefits (r = -.107) and having dependent below age 12 was positively correlated to 
Family Friendly Benefits (r = .110). Thus, employees with younger children might have a 
preference for benefits that support the family while single employees might not be too 
concerned about life insurance. 
It was observed that there was a high level of correlation between the various 
benefits categories, thus raising concerns about high colinearity between the dependent 
variables. This could possibly stem from the social desirability effect of asking 
employees to indicate "preferences" for employee practices that might be viewed as 
generally desirable as well as either entitlements or socially just. This is further borne out 
by the high means (all above 3.0 on a 5 point scale) for all the benefits categories. 
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Additionally, these dependent variables are not theoretically distinct constructs but rather 
groupings of actual employer practices. Given all this, it is important to return to the aim 
of this study, which is to examine whether employees' demographic characteristics 
influence their preferences, and if so what this means for organizational practices given 
the changing demographic composition of the workforce. Keeping this in mind, and to 
rule out Type I error because of multiple correlated dependent variables, it was 
determined to carry out a MANOVA to ensure that various groups of demographic 
characteristics had an effect on the various groups of dependent variables in order to 
warrant further examination of the data through regression analysis. While the overall 
MANOVA result was not significant, some of the independent variables (demographic 
characteristics - gender and race) were found to significantly explain preferences for the 
dependent variables (benefits categories) to warrant further data analysis and hypothesis 
testing. 
Thus, the next section presents the results of the regression analyses conducted for 
testing the hypotheses of the study. Tables 11 through 17 present the results of the 
regression analyses. 
Test of Hypotheses 
This section discusses the results of the hypotheses testing. Tables 11 through 17 
present the results of these regression analyses. The results reported are overall F and 
standardized regression coefficients for the full model, standardized regression 
coefficients for each hypothesis test, and R2, change in R2, and F for change in R2 for 
each hypothesis test. Since the hypotheses were aimed at determining whether certain 
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employee groups (based on their demographic characteristics) had stronger preference for 
certain types of benefits, and since the demographic variables not being examined for a 
main effect were added as controls to the regression, a significant change in R2 will 
indicate whether or not the hypothesized variable of concern helps explain variance in 
employee preferences. For each dependent variable, a full model was run first. This was 
followed by models testing the various hypotheses. For the variable "Gender", males 
were the excluded category. 
Hypotheses about Health Insurance Benefits 
Table 11 presents results of the hypotheses (HI - H5) testing employees' 
preferences for health insurance benefits. The overall model assessing the effect of all the 
demographic variables on employees' preference for health insurance benefits was highly 
significant (F=2.59, p<0.001). Specifically, preference for health insurance benefits was 
significantly related to organizational tenure (P=-.098, p<0.10), gender (P =.101, p<0.05, 
excluded category=males), and race (African American - (3 =.123, pO.OOl; Hispanic -
p=. 126, pO.OOl; Other - p=.l 11, p<0.05; excluded category=Caucasian). 
Hypothesis 1 stated that older employees would have stronger preference for 
health insurance benefits than younger employees. This hypothesis was not supported. 
Age was not a significant predictor of preference for health insurance benefits in this 
sample. 
Hypothesis 2 stated that women, in comparison to men, would have stronger 
preference for health insurance benefits. This hypothesis was supported by the data. The 
F statistics for the R2 change was 5.33, which was significant at the 0.05 probability 
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level. Thus, women in comparison to men had stronger preference for the category of 
health insurance benefits. 
Hypothesis 3 stated that married employees would have stronger preference for 
health insurance benefits than single employees. This hypothesis was not supported. 
Marital status was not a significant predictor of preference for health insurance benefits 
in this sample. 
Hypothesis 4 stated that employees with children would have stronger preference 
for health insurance benefits than employees without children. This hypothesis was not 
supported. Thus, having dependents (children) was not a significant predictor of 
preference for health insurance benefits in this sample. 
Hypothesis 5 stated that employees with elderly dependents would have stronger 
preference for health insurance benefits than employees without elderly dependents. This 
hypothesis was not supported. Thus, having elderly dependents was not a significant 
predictor of preference for health insurance benefits. 
Because of the trends observed in the preliminary data analysis, additional 
regression was conducted to assess the effect of race on preference for health insurance 
benefits. These coefficients were highly significant. The F statistic for R2 change for the 
model testing the race effect was 3.69, which was significant at the 0.05 probability level. 
The individual coefficients for the following race categories, in comparison to the 
excluded category - Caucasian, were significant: African American (P=.123, pO.OOl), 
Hispanic (P=.126, pO.OOl), and Other Races (P=.l 11, p<0.05). Thus, in comparison to 
employees who identified themselves as Caucasian, employees who identified themselves 
as either African American, Hispanic, or belonging to other races demonstrated stronger 
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preference for health insurance benefits. The category Asian American was not a 
significant predictor of preference for health insurance benefits. However, the sample 
statistics (Table 6) indicates that only 15 employees in the entire sample identified as 
belonging to this racial category. Hence, the lack of significant results for this category 
could be due to the extremely small sample size. 
Hypotheses about Retirement Benefits 
The factor analysis grouped the two types of retirement benefits (retirement plan 
and investment plan) along with paid vacation. Hence, this section presents the results for 
hypotheses 6 through 8 in relation to the benefits category Retirement and Paid Vacation. 
Additional supplementary analysis were conducted to ascertain the fine grained 
differences between preference for defined benefit and defined contribution plans by age 
and organizational category as well as gender. These will be presented in the section 
titled Supplementary Data Analysis. Hypotheses 6 through 8 will be revisited in that 
section. 
Table 12 presents the results for the regression tests measuring preferences for 
Retirement and Paid Vacation. The overall model testing the effect of demographic 
characteristics on preference for this benefits category was significant (F=2.80, p<0.05). 
However, this significant effect is entirely attributable to the effect of gender. Replicating 
hypothesis 6, a part of which stated that older employees would have stronger preference 
for retirement benefits than younger employees, age was not significantly related to 
preference for Retirement and Paid Vacation. Similarly, organizational tenure was not a 
significant predictor of preference for Retirement and Paid Vacation in this sample. 
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Gender was a highly significant predictor of preference for Retirement and Paid 
Vacation benefits. The standardized coefficient for this variable was .241, which was 
significant at a probability level of 0.001. The F statistics for the R2 change of the model 
testing the effect of gender was 30.45 and was significant at a probability level of 0.001. 
Thus, in this sample, women (as opposed too men) indicated having stronger preference 
for retirement and paid vacation benefits. 
Hypotheses about Disability and Life Insurance Benefits 
Table 13 presents results for the test of hypotheses (H9 - HI 1) about preference 
for disability and life insurance benefits. The overall model for the effect of all 
demographic variables on preference for disability and life insurance benefits was highly 
significant (F=4.782, pO.OOl). 
Hypothesis 9 stated that older employees would have stronger preference for 
disability and life insurance benefits. This hypothesis was not supported by the data. 
Thus, in this sample, age is not a significant predictor of preference for disability and life 
insurance benefits. 
Hypothesis 10 stated that married employees, as opposed to single employees, 
would have a stronger preference for disability and life insurance benefits. This 
hypothesis was not supported by the data. Thus, in this sample, marital status was not a 
predictor of preference for disability and life insurance benefits. 
Hypothesis 11 stated that employees with dependents would have a stronger 
preference for disability and life insurance benefits than employees without dependents. 
The data provided ample support for this hypothesis. The F statistic for R2 change in the 
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model assessing the effects of having dependents in various categories was highly 
significant (F of R2 change = 6.98, pO.OOl). For each of the following categories of 
dependents, the coefficients predicting preference for disability and life insurance 
benefits were significant: dependents below age 12 - p=.131, pO.OOl; dependents 
between ages 12 and 18 - p=. 181, pO.OOl; and elderly dependents - p=.070, p<0.05. 
These results indicate that, compared to employees who do not have dependents, 
employees with dependents report stronger preference for disability and life insurance 
benefits. 
Additional analysis was also conducted to examine the effects of gender and race 
on preference for disability and life insurance benefits. The coefficients for both these 
variables were significant. The F statistic for R2 change for the model assessing the effect 
of gender was 12.48 (p<0.001) and that for race was 5.26 (p<0.001), thus indicating that 
both gender and race explained significant amounts of variance in employees' 
preferences for disability and life insurance benefits. Specifically, women (P=.151, 
pO.OOl), African American employees (p=.176, pO.OOl), and Hispanic employees 
(P=.138, pO.OOl) indicated stronger preference for disability and life insurance benefits 
than men or Caucasian employees. 
Hypotheses about Paid Time Off Benefits 
Table 14 presents the results for the test of hypotheses (HI 2 - HI 5) about 
employees' preferences for paid time off benefits. The overall model testing the effect of 
demographic variables on preference for paid time off benefits was significant (F=3.19, 
pO.OOl). 
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Hypothesis 12 stated that older employees would have stronger preference for 
paid time off benefits. This hypothesis was not supported by the data. Thus, in this 
sample, age was not a significant predictor of preference for paid time off benefits. 
Hypothesis 13 predicted that employees belonging to racial minority groups 
would have stronger preference for paid time off benefits. This hypothesis was partially 
supported for the racial categories African American ((3=.095, p<0.05) and Hispanic 
(P=.079, p<0.05). Thus, the moderately significant results for the racial category African 
American and the slightly significant results for the racial category Hispanic suggest that 
employees who identified themselves as belonging to these racial groups, in comparison 
to employees who identified themselves as Caucasian, had stronger preference for paid 
time off benefits. 
Hypothesis 14 stated that single parents, compared to dual parent families, would 
have stronger preference for paid time off benefits. This hypothesis was not supported by 
the data. 
Hypothesis 15 stated that employees with dependents would have stronger 
preference for paid time off benefits than employees without dependents. This hypothesis 
was not supported by the data. 
Finally, additional tests indicated that gender was a significant predictor of 
preference for paid time off benefits (P=.252, pO.OOl). Thus, in this sample women, as 
opposed to men, indicated a stronger preference for paid time off benefits. 
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Hypotheses about Accommodation and Enhancement Benefits - Family Friendly 
Benefits 
Table 15 presents results for the hypotheses (HI6 - HI 8) testing the effects of 
various demographic characteristics on employees' preference for accommodation and 
enhancement benefits - family friendly benefits. Table 16 presents additional analyses for 
these hypotheses, since salary continuance benefits (one of the factors emerging from the 
factor analysis) is conceptually similar to family friendly accommodation and 
enhancement benefits. The over model in table 15 was highly significant (F=6.44, 
p<0.001) thus indicating that employees' demographic characteristics do indeed explain 
the variance in benefits preferences in this data. Similarly, the overall model in Table 16 
was also significant (F=3.10, p<0.001). 
Hypothesis 16 stated that married employees, as opposed to single employees, 
would have stronger preference for family friendly accommodation and enhancement 
benefits. This hypothesis was not supported. 
Hypothesis 17 stated that employees with dependents would have stronger 
preference for family friendly benefits. This hypothesis was partially supported. 
Employees with elderly dependents, as opposed to employees without dependents, had 
significantly stronger preference for family friendly accommodation and enhancement 
benefits (P=.091, p<0.05). Thus, having dependents who are elderly was a significant 
predictor of preference for family friendly accommodation and enhancement benefits in 
this sample. 
Hypothesis 18 stated that single parents, as opposed to dual parent families, would 
have stronger preference for these benefits. This hypothesis was not supported. In 
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addition, analysis found that gender and race were instead significant predictors of 
preference for family friendly accommodation and enhancement benefits. Specifically, 
the model testing gender effect had an F statistic for R change of 33.526, which was 
significant at the probability level of 0.001. Similarly, the F statistic for R change for the 
model assessing the race effect was 2.79 and was significant at the probability level of 
0.05. Women compared to men had stronger preference for family friendly 
accommodation and enhancement benefits (P=.149, pO.OOl). Similarly, African 
Americans (p=.239, pO.OOl), Hispanics (p=.256, pO.OOl), and other races (P=.091, 
p<0.05), as compared to Caucasians, had stronger preference for these benefits. 
For salary continuance benefits, only gender had a significant effect on 
employees' preference levels. The F statistic for R2 change for the model assessing the 
effect of gender was 33.29 (pO.OOl). The results indicate that women, compared to men, 
have stronger preference for salary continuance benefits (P=.251, pO.OOl). 
Hypotheses about Accommodation and Enhancement Benefits - Employee 
Development Benefits 
Table 17 presents results for the test of hypotheses (HI 9 and H20) examining the 
effect of demographic characteristics on preference for employee development 
accommodation and enhancement benefits. The overall model was significant (FK5.10, 
pO.OOl). 
Hypothesis 19 stated that women, compared to men, would have stronger 
preference for employee development benefits. This hypothesis was supported by the 
data (P=.239, pO.OOl). The model F statistics for R2 change was 31.69 (pO.OOl). Thus, 
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in this sample gender was a significant predictor of employee development 
accommodation and enhancement benefits. 
Hypothesis 20 stated that employees belonging to racial minority groups, as 
opposed to those belonging to the Caucasian group, would have stronger preference for 
employee development benefits. This hypothesis was supported by the data. The model F 
statistics for R2 change was 8.29 (p<0.001). Employees who identified themselves as 
African American (b=.212, pO.OOl) and Hispanic (b=.203, p<0.001), as compared to 
Caucasian employees, had stronger preference for employee development benefits. Thus, 
in this sample, race was a significant predictor of preference for employee development 
accommodation and enhancement benefits. 
The next section presents the supplementary data analysis. In this section, 
hypotheses about retirement benefits (H6 - H8) will be tested. The effects of employees' 
demographic characteristics will be examined specifically in relation to retirement plans 
in general as well as defined benefits plan and defined contribution plan offered by the 
organization in particular. In addition, the effect of demographic characteristics of 
preference for the three separate types of health insurance plans will also be tested. And 
finally, employees' rank ordering of the top three benefits they most value and most 
utilize will also be briefly examined. 
Supplementary Analyses 
Tables 18 through 21 present results for the supplementary data analysis. These 
include additional hypothesis testing for retirement plan preference (H6 - H8), 
examination of preferences for specific health insurance plans, and an examination of the 
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benefits most valued and utilized by employees. Table 18 presents the results for the 
supplementary hypothesis tests about retirement plans. 
Hypothesis 6 stated that older employees would have stronger preference for 
retirement benefits than younger employees. Additionally, the hypothesis also stated that 
older employees would have stronger preference for the defined benefit plan, while 
younger employees would have stronger preference for the defined contribution plan. 
This hypothesis was not supported. In this sample, age was not a significant predictor of 
preference for retirement plans in general, or the defined benefit or defined contribution 
plan in particular. However, it is interesting to note, that although the coefficient for 
preference for defined contribution plan was not significant, it was negative, thus 
indicating that age and preference for defined contribution plans might potentially be 
inversely related. 
Hypothesis 7 stated that women, compared to men, would have stronger 
preference for the defined benefit plan. This hypothesis was supported by the data. In 
comparison to men, women had stronger preference for the defined benefit plan ((3=.105, 
p<0.05). However, in comparison to men, women had stronger preference for the 
defined contribution plan as well (P=.132, p<0.05) and retirement plans in general 
((3=.129, p<0.05). Thus, in this sample, women expressed stronger preference for 
retirement plans. 
Hypothesis 8 stated that employees with longer organizational tenure would have 
a stronger preference for the defined benefit plan than employees with shorter 
organizational tenure. This hypothesis was supported by the data. In fact, organizational 
tenure was a significant predictor for retirement benefits in general ((3=.146, p<0.05), as 
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well as the defined benefit plan ((3=. 142, p<0.05) and the defined contribution plan 
(P=.122, p<0.05). And since all the coefficients were positive, this indicated that as 
employees' organizational tenure increased, they were likely to have stronger preference 
for retirement benefits. 
Additional analyses were conducted to discern preferences for particular health 
insurance benefits. The organization in this study offered three different configurations of 
health insurance - preferred provider organization (PPO), consumer directed health care 
(CDHC), and health maintenance organization (HMO) - for which employees were asked 
to indicate their preferences. Table 19 presents the results of the regression analysis 
testing the effects of all the demographic categories on employees' preferences for each 
of the health insurance benefits. Since the concern was to find out if different employee 
groups preferred different types of health insurance, only the significant coefficients are 
presented. 
With regard to PPO, gender (P=.094, p<0.050) and the marital status category 
widowed ((3=-.l 11, p<0.05) were significant predictors of preference for the PPO health 
insurance plan. Thus, in this sample, women had a stronger preference for the PPO plan, 
while the negative coefficient for widowed employees indicates that in comparison to 
single employees, they had weaker preference for the PPO plan. With regard to the 
CDHC plan, only gender (b=.090, p<0.05) was a significant predictor of employee 
preference. 
The HMO plan was preferred by various employee groups. Employees with 
shorter organizational tenure had stronger preference for the HMO plan (P=-.103, 
p<0.10). In comparison to employees who identified themselves as Caucasian, other 
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racial groups had stronger preference for the HMO plan, namely African American 
(P=128, p<0.05), Hispanic (p=131, p<0.05), and Race-Other (p=.099, p<0.05). 
Additionally, in comparison to employees without dependents, employees with children 
between the ages of 12 and 18 years had stronger preference for the HMO plan (P=.128, 
p<0.05). 
In addition to the results presented so far, the data on employees' rank ordering of 
the three benefits they valued most as well as the three benefits they utilized most were 
also examined. These responses were first examined for each benefit practice. Then the 
data were recoded to reflect the benefits categories that emerged from the factor analysis. 
Table 20 presents the total number of responses for each of the 3 ranks of benefits most 
valued and the 3 ranks of benefits most utilized for specific benefits practices as reported 
by the subjects. The benefit ranked by the maximum number of employees in each of the 
columns appears in bold. 
Table 20 thus indicates that the largest number of employees ranked health 
insurance as the benefit they valued most. Rank 2 for benefit valued most was given to 
dental plan by the largest number of employees and rank 3 for benefit most valued was 
given to paid vacation. Similarly, the largest number of employees again ranked health 
insurance as the benefit they most utilized. Rank 2 for benefit utilized most was given to 
dental plan by the largest number of employees and rank 3 was given to the investment 
plan (with paid vacation and dental plan off by only one or two responses). 
Table 21 presents these rankings reduced to the various benefits categories that 
emerged from the factor analysis and cross-tabulated with each of the demographic 
characteristic categories in the sample. The cells of the table identify the benefit category 
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that was identified by the largest number of employees in each demographic group for 
each of the three ranks of benefits most valued and utilized. As is evident from this table, 
by and large all employees indicated that they valued and utilized health insurance the 
most, followed by retirement and paid vacation. Thus, Tables 20 and 21 give a sense of 
the benefits that employees in this sample strongly value and utilize. 
It should be noted that employees reported valuing and utilizing 2 benefits that 
were not on the list of benefits obtained from company documents. These were flextime 
and pay/bonus. While pay/bonus is part of the monetary compensation, it would appear 
that some employees consider it relevant to rank with other employee benefits. This 
raises the question of the value of monetary compensation versus fringe benefits. 
Since gender and race effects were found to be highly significant in predicting 
benefits preferences, some additional regressions were carried out to assess the 
interaction effect between these two demographic characteristics. These results, with 
brief descriptions are attached in Appendix B (Tables Bl - B7) titled "Additional 
Regression Results". These results do not deviate from the main results of the hypothesis 
testing and hence, they are not presented here. However, they do shed, some light on the 
complexity of both gender and racial category on benefits preferences and help parse out 
the discussion in terms of potential effects the study might be capturing as well as what 
this means for organizations. 
Conclusion 
This chapter presented the results of a preliminary data analysis which consisted 
of sample breakdown, exploratory factor analysis and subsequent data reduction, as well 
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as sample descriptive statistics. This was followed by the test of hypotheses. And finally, 
supplementary analyses were conducted to capture some of the relationships with regard 
to specific benefits practiced. To conclude the results chapter, Table 22 provides a 
snapshot of the hypotheses tested and the results. The next chapter presents a discussion 




The premise of this thesis was based upon the changing demographic composition 
of the American workforce. As the baby boomers near retirement, and the proportions of 
younger workers grows smaller, organizations will be forced with choosing between 
retaining older employees and paying out retirement benefits for a large part of their 
workforce. Additionally, rise in the number of immigrants and minorities in the 
workforce will make organizations increasingly diverse. As the organizational 
demography changes, so will employees' transactional expectations from their employer. 
The extent to which organizations choose to determine and fulfill these employee 
expectations could ultimately affect recruitment and retention of a desired workforce. 
Employee benefits serve the financial and wellbeing needs of employees and their 
families. If organizations want to reconcile the rising costs of employee benefits with 
their power to attract and retain talent as well as motivate the workforce they must design 
their benefits programs in a manner that employees' needs are met while the costs of the 
benefits and their administration are kept within control and in sync with the overall 
strategy of the organization. The best way organizations can do this is by becoming 
educated about the needs of their workforce. Should employees' needs differ based on 
easily identifiable personal characteristics, organizations could translate this knowledge 
to benefits design, administration, communication, and education. With this framework in 
mind, the present thesis attempted to use employees' demographic characteristics as 
proxies for their life and family needs and their preferences for various benefits practices 
to imply their expectations from the organization with the aim of assessing whether these 
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two were meaningfully (statistically) enough related to be of theoretical and/or practical 
relevance. 
With this goal the thesis was developed by examining relevant ideas and 
literatures in the field of human resource management to find that research on how 
employees are affected by benefits has largely been atheoretical. Drawing on research 
and ideas in sister disciplines such as I/O psychology, sociology, and labor economics 
allowed the development of a theoretical framework centered on the concepts of 
organizational demography and psychological contracts. Additionally, while extant 
research related to employee benefits had examined only a few benefits practices, this 
thesis proposed hypotheses relating to the entire spectrum of benefits practices prevalent 
in organizations today. 
Data for the study were collected from various locations of a large manufacturing 
organization and used to test the hypothesized relationships between employees' 
demographic characteristics and their preferences for various benefits practices. The 
theoretical understanding gained from Chapters 1 and 2 about the likely relationship 
between employees' observable personal characteristics and their preferences for various 
benefits practices, together with the insights afforded by the results of the quantitative 
study, lays out an interesting and somewhat compelling story about the potential role of 
employee benefits in organizations. 
This chapter will attempt to tell this very story. It begins by setting the limitations 
and boundaries within which the results must be interpreted and discussed, as well as a 
discussion of how these limitations can be overcome in future research. This is followed 
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by a section discussing the implications of the results and hypotheses tests. The final 
section deals with the implications for organization of what is learned from this thesis. 
Setting the Boundary for the Discussion 
To begin with, it is important to set up some parameters vis-a-vis the design of the 
study and the data in order to ensure that the results and implications are discussed 
keeping these boundaries in mind. The first constraint of this data is that it was gathered 
from one organization. While this allowed the present study to make a unique 
contribution by examining an exhaustive list of benefits offered to its employees by this 
particular organization (something which might have been difficult with a multiple 
organization study), not all organizations might experience similar demographics or have 
similar benefits structure and offerings. Thus, the conclusions drawn from this study 
might have theoretical implications about the effects of employees' demographic 
characteristics on their preferences, but these implications must be cautiously translated 
into organizational recommendations. 
However, the results of this study also indicate that certain benefits might elicit 
stronger responses from employees than others or researchers might be interested in 
certain benefits (like health insurance) more so than in others due to their controversial 
nature. Thus, one way of surmounting the single organization limitation while at the same 
time keeping a study manageable would be to select a few benefits practices and examine 
employees' attitudes about them in-depth. This would allow depth rather than breadth of 
understanding on the topic. This being said, given the position that benefits research has 
been in within the field, the present study, with its breadth of exploration, makes an 
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appropriate and unique contribution that can be a stepping stone for more focused 
research. 
The organization from which the data were collected was a manufacturing one. 
Thus, it is not possible to know whether other types of organizations would have yielded 
different data or how the type of organization might affect its climate and culture and 
hence, employees' expectations and assessments of organizational practices. This 
particular organization was concerned about a high turnover rate of its racial minority 
female employees. Looking at the breakdown of the sample suggests that while gender 
and racial minorities (especially, African American and Hispanic) are represented in the 
sample, it is still dominated by White males. If women, especially minority women, in 
such an organization feel marginalized or their needs unmet, it is likely that they will be 
more sensitive to organizational policies than their White male colleagues. This pattern 
might not occur in organizations where the gender and race distributions are similar or 
reversed. 
Gender differences exist in occupation distributions of workers, with some 
occupations being predominantly male (see Gabriel & Schmitz, 2007 and Table 23 for 
more details). Production and crafts types of occupations tend to be predominantly male 
while service types of occupations tend to be predominantly female. Examining the 
gender breakdown of the sample in this study by manufacturing versus service location 
indicated that manufacturing locations were indeed predominantly male while the 
customer service location was comprised mostly of female employees. The results of this 
study are certainly generalizable to other organizations with similar demographics, i.e. 
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large manufacturing organizations. However, this also raises issues surrounding 
occupational differences. 
It is quite likely that in a manufacturing organization, not only will the gender 
differences be pronounced, but they are also likely to affect organizational culture and 
practices. In organizations that might have a more female-centric workforce, 
organizational practices might be different and the results could be different in such 
organizations. This issue of the occupational segregation of the workforce on the basis of 
their personal characteristics essentially raises a key question for organizations' 
recruitment and retention policies. If organizations are recruiting from certain pools of 
applicants very similar to those within the organization, and if the composition of the 
working population is changing, then this means that organizations will have to move to 
other diverse applicant pools. This might require organizations to start re-thinking their 
employment practices in terms of what might fit better with the new kinds of employees. 
Thus, for example, if the supply of white males in the labor force shrinks, and these were 
the typical employees at manufacturing plants at an organization, then the organization 
will have to start recruiting employees belonging to other groups (gender and/or race). It 
is unlikely that the policies that worked for one group will work just as well for others. 
Hence, ultimately, it is not a question really of occupational generalizability. 
Certainly, to an extent, the results of this study can be applied to all manufacturing 
settings. However, the composition of manufacturing organizations (or any for that 
matter) could be driven to substantial change due to changes in the workforce 
composition. It is, therefore, more a question of the generalizability of attributes 
associated to certain demographic characteristics - the focal point of this thesis. 
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An additional restriction of the organization studied is that it is not possible to 
ascertain whether employees were indeed aware of the benefits being offered to them and 
their eligibility for such benefits. A case in point is the author's observation during data 
collection, when one employee asked the HR manager whether the organization really 
offered some of the benefits listed on the survey and expressed surprise at her ignorance 
when informed that indeed she was eligible for those benefits. This might not be the case 
in other organization where employees might be more aware of the benefits available to 
them. Thus, it is possible that these organizational constraints affected how employees 
responded to the survey and conclusion should be made keeping these parameters in 
mind. One way to overcome such a challenge in research would be through a more 
longitudinal study that examines the process of how benefits systems are designed, 
communicated, and implemented and directly observing how employees utilize such 
systems. Such research would call for the use of in-depth case studies or ethnographic 
approaches. However, such a study would certainly afford a clearer understanding of how 
employees learn about employment practices and how they develop attitudes toward the 
same. 
There were several restrictions in the actual data itself as well which need to be 
kept in mind while interpreting the results. The dependent variable - preference for 
various benefits practices - was assessed using a 5 point scale asking employees to 
indicate how important they believed each benefit was to them. However, there is no way 
of discerning from the data whether employees indicated their preferences over their 
lifetime or at the moment they were responding to the survey. For that matter, it is also 
not possible to ascertain whether employees are reporting preferences in relation to their 
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current needs being met or their current expectations of having the organization meet 
their needs. The data on employees' demographic characteristics represented their current 
status; hence, preferences could change over time as employees' life circumstances 
change. Thus, although in interpreting the results it is assumed that reported preference 
levels are congruent to current demographic states, these interpretations must accordingly 
be weighed with caution. Future research can overcome such a challenge by changing the 
methodology of measuring preferences. Perhaps by using forced ranking methods or 
policy capturing techniques to ensure that employees indicate preferences through actual 
decisions that they would make in real life and which would have consequences for them, 
it might be possible to more accurately discern their specific preference levels. 
Other restrictions about this data set that should temper interpretation are the fact 
that redundancy in terms of benefits coverage of married employees has not been 
assessed. Hence, it is possible that employees who have coverage under the benefits 
policies of their spouse might not report very strong preference. It certainly makes sense 
to enquire about spousal coverage in the personal information section of any survey 
utilized in future research. It might also be possible to get at some of these issues using 
archival and longitudinal data that is publicly available such as the Current Population 
Survey. 
Additionally, organizations might not be similar in their demographic 
composition. While the demographic composition of this organization might lead to 
certain conclusions about what types of benefits must be offered or how they should be 
structured or how organizations should administer benefits practices, other organizations 
might not be best served by these assessments. Thus, the universal applicability of the 
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conclusions of this study for all organizational benefits practices should not be assumed. 
And finally, the fact that women in this sample indicated strong preference for pretty 
much all types of benefits should be assessed with caution as well. It is possible that in an 
organization where women might be in the minority and typically feel marginalized, they 
might be more sensitive to organizational practices relating to employee fairness and 
equity. Hence, if they consider benefits practices as indicating an organization's fair 
treatment of all employees, they could possibly consider these practices as crucial, and 
therefore indicate strong preferences for these practices in general. This potential social 
desirability aspect of the data must therefore be kept in mind when making conclusion 
about organizational implications. 
Finally, one last constraint of the study that cautions the interpretations and 
implications is the fact that no actual benefits enrollment or usage data is available. Thus, 
it is not possible to know whether employees' preferences are being met. Data were 
collected on employees' rank ordering of the three benefits they utilized most and these 
will certainly aid in interpreting the results. Also, it is quite possible that employees 
might have preferences for certain types of benefits, but might be able to enroll in and use 
only certain types of benefits. Thus, future research should certainly attempt to match 
preference data with actual enrollment data or even examine the whole compensation 
package to see what percentage are wages and what percentage are benefits. One of the 
contributions of this study will be to explain why it is important for organizations to 
ensure that these two match. If employees' expectations for the organization are not met 
- i.e. their psychological contracts feel violated - organization's will have to deal with 
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counterproductive employee behaviors (Lucero & Allen, 1994). Thus, with these 
constraints in mind, the next section discusses the results of the hypotheses testing. 
Demographic Characteristics and Benefits Preferences 
This thesis started out by asking whether indeed employees' preferences for 
benefits differed based on their demographic characteristics, and if so, then what did 
some of these relationships look like. In order to develop hypotheses to explore this 
research question, the extant literature on employee benefits was examined and 
hypotheses were developed about various benefits categories. The following sections 
present a discussion of the results for each of these categories. 
Protection Benefits 
Discretionary protection benefits offered by employers are aimed at providing 
health and income protection to employees. The categories of benefits that were 
examined here were health insurance benefits, disability and life insurance benefits, and 
retirement plans. Research has not examined employees' preferences for either health 
insurance benefits or disability and life insurance benefits. However, there is research that 
has examined employees' pension plan preferences and behaviors, comparing and 
contrasting defined benefit and defined contribution plans and found that employees do 
indeed differ in their preference for various types of pension plans and for their 
preference of pension plans over wages (Clark & Pitts, 1999; Dulebohn et al, 2000; 
Gunderson & Luchak, 2001; Dulebohn, 2002). The general consensus of such studies has 
been that age and gender can affect employee choice in this matter; specifically, older 
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workers and women, tending to be more risk averse, are likely to choose less risky 
options such as defined benefits plans. 
Based on directions from such studies, this study hypothesized that age, gender, 
marital status, and having dependents would influence employees to report higher 
preferences for health insurance benefits. Older people generally are more likely to have 
healthcare needs as are employees with children and elderly dependents. And past 
research indicates that women and married workers tend to be more risk averse and hence 
it is assumed would prefer protection benefits. Of all the hypotheses testing preference 
for health insurance benefits, only gender emerged as a significant predictor. In addition 
to the social desirability or fairness/justice aspect discussed earlier, it is possible that a 
higher level of risk aversion in women might compel them to see benefits practices as 
favorable in general. Additional analyses also indicated that employees belonging to 
racial minorities had a strong preference for health insurance benefits. Labor and 
populations statistics indicate that Black and Hispanic households have a greater 
tendency of being single parent households headed by women and also of having greater 
number of dependents (Riche, 2003). Thus, it is possible that the burden of fulfilling their 
families' healthcare needs might be stronger or more central for employees belonging to 
racial minorities. 
While the rest of the hypotheses about preference for health insurance benefits 
were not supported, the supplementary data analysis indicated that employees reported 
health insurance benefits as those they most valued as well as most utilized. And an 
examination of the three different configurations of health insurance benefits indicated 
that preferences were stronger for the HMO plan than for the PPO or CDHC plans. Thus, 
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it is clear that employees' do think that health insurance plans are important. The 
question is what type of plans and choices should employers provide? This question will 
be further examined in the section on organizational implications. 
In terms of retirement plans, based on past research it was hypothesized that age, 
gender, and organizational tenure would affect preference for retirement plans in general 
and the type of retirement plan in particular. While age did not emerge as a predictor of 
preference in this benefit category either, women and older employees did indicate 
stronger preference for the defined benefit plan in keeping with the results of past 
research. However, the interesting result was that women and longer tenured employees 
also preferred the defined contribution plan. It is possible to understand these results in 
terms of general risk aversion as well as the fact that employees are probably becoming 
increasingly savvier about saving for the future. The overall organizational tenure among 
employees at this organization was relatively higher so employees might be more attuned 
to the issues of retirement planning. And women in general reported strong preference for 
all benefits. The fact that age was not a significant predictor of preference for retirement 
plans in this sample should be a signal for further research since traditionally studies have 
examined the impact of age or controlled for age in the study of employee choices. 
Perhaps a forced choice experiment would be able to capture whether age is indeed a 
relevant predictor of employee preferences or not. 
In terms of disability and life insurance benefits, employees with dependents 
indeed did indicate stronger preferences as hypothesized. However, age or marital status 
did not significantly influence these preferences. It is possible to imagine that with a shift 
from the traditional working father configuration of the household to the dual career 
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household (Riche, 2003; Barnett, 2005), marital status has ceased to be a significant 
factor affecting employees' concerns about the wellbeing of the spouse or partner. 
However, such concerns are well expected when employees have dependents, 
irrespective of their marital status. Analyses indicated that women and employees 
belonging to racial minorities indicated strong preference for disability and life insurance 
benefits as well. Employees belonging to these categories could possibly have stronger 
concerns about ensuring that their dependents are provided for in the event of disability 
or death. 
Thus, protection benefits (especially health insurance and disability and life 
insurance) seem to be strongly preferred by women and employees belonging to racial 
minorities and to a certain extent by employees with dependents. And employees with 
longer organizational tenure seem to prefer retirement plans. What this means is that it is 
possible to imagine that various employee groups might possibly have certain specific 
expectations from the organization and perhaps organizations should strive to become 
aware of these expectations. 
Paid Time Off Benefits 
While research in examining the role of paid time off benefits has not been 
conducted in the past, changing demographic and household configurations let to the 
development of hypotheses based on employees' potential need for paid time off benefits 
for taking care of dependents - both children and elderly. However, only racial minorities 
indicated a strong preference for paid time off benefits. Perhaps one reason for non-
significant results could be statistical - the factor analysis loaded paid vacation with the 
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retirement plans and paid time off as a category was included time off for multiple 
reasons. Assessing the effects of having dependents on preference for paid time off 
policies that are specifically tied to taking care of dependents might provide other results. 
The supplementary analyses did indicate that paid vacation was reported as being valued 
and utilized by many employees. It is also possible that employees might have alternate 
arrangements for dependent and elderly care and might not necessarily associate paid 
time off as necessary for dependent care. However, this does not mean that organizations 
should not be concerned about the increasing burden of dependent care on the workforce 
(Barnett, 2005). Rather, if the changing population configuration is any indication, 
organizations are going to have to consider greater employee flexibility in order to 
support employees' roles and responsibilities outside of work. 
Accommodation and Enhancement Benefits 
Some research has examined certain accommodation and enhancement benefits in 
the past. Such factor as gender, household configuration, and dependent care needs have 
been examined in relation to flexible working schedules and familial care programs 
(Kossek, 1990; Kossek, et al., 1993, Gunderson, et al., 1995; Kossek, et al., 1999; Rau & 
Hyland, 2002) concluding that women tend to be caregivers even in dual career families 
and that the configuration of dependents at home affects the need for flexible schedules 
and family friendly policies at work. Accommodation and enhancement benefits are 
offered to employees for ascertaining their well-being and development as well as the 
well-being of their family members. While past research suggests that family friendly 
benefits are more likely to be relevant for employees with familial care needs, research 
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has not examined employees' preferences for benefits like educational assistance and 
career development. It is possible to imagine that those employees who traditionally do 
not have strong educational opportunities before entering the labor force - such as 
women and minorities - will have a stronger preference for those accommodation and 
enhancement benefits that are directed toward employee development. 
Thus, based on this deductive reasoning, it was hypothesized that marital status 
and having dependents would influence preference for family friendly benefits while 
gender and race would influence preference for employee development benefits. With 
respect to family friendly benefits, only employees reporting elderly dependents showed 
strong preference. The case for why marital status might no longer be an important 
determinant of attitudes was discussed earlier. Elderly dependents, on the other hand, are 
likely to require care that might result in employees' need for assistance from the 
organization and other sources, especially since they might require constant and costly 
care. This might not be the same for school going children. In any case, reports on current 
and future population configurations suggest that not only are increasing number of 
elderly going to participate in the labor force (Gendell, 2008), but that the burden of 
caring and providing for the elderly is also going to increase (Barnett, 2005). This means 
that is increasingly likely that greater numbers of younger employees will have elderly 
dependents in the future, thus making it important for organizations to realize this aspect 
of employees' needs as well as make accommodations that help sustain employee 
productivity as well as satisfaction and wellbeing. Again, analyses revealed that women 
and employees belonging to minority groups had strong preference for family friendly 
benefits. The primary caregiver role of women as well as the result of different household 
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configuration of racial minorities could mean a greater sensitivity of these employee 
groups to family friendly benefits. 
In terms of employee development benefits, it was hypothesized as well as found 
to be true, that women and employees belonging to racial minorities would have stronger 
preference for benefits that afforded them opportunities for career development since in 
the past these employee groups have been disenfranchised. However, it is also important 
to remember that in a largely White male dominated organization, especially one that 
acknowledged having high turnover among its minority female population, women and 
employees belonging to minorities might ascribe a fairness aspect to employee benefits 
and see it all benefits as highly important, something that the strong preference of these 
employee groups for all types of benefits seems to suggest. It is also possible that some 
employee groups (for example, women rather than men) might be responding by 
indicating their preference over their lifetime as opposed to at the time of response. 
Perhaps research in other disciplines like sociology or anthropology has examined 
different patterns of response to surveys based on gender or racial affinity. In any event, 
the fact that minority participation in the workforce is and will be increasing 
exponentially, and that women will continue to participate as well as challenge gender 
norms in organizations, implies that these employee groups will have certain expectations 
from the organization to help them develop their careers. And as women and minorities 
(and immigrants) become a larger proportion of the workforce and the White male 
workforce size declines, organizations will be competing for talent that will come with its 
unique set of expectations and needs. So what does all this mean for organizations? 
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Organizational Implications 
Theoretically speaking, from an organizational demography perspective, there 
appear to be sufficient enough differences between employee groups in terms of 
preferences for organizations to be concerned about what their workforce composition is 
going to look like and what this means for their practices. To the extent that organizations 
need to attract skilled women and minorities to the workplace, they will have to be aware 
of the specific needs and expectations of these groups and the extent to which they will 
have to fulfill such needs in order to ensure productivity and retention. From a 
psychological contract viewpoint, if multiple groups of employee have different sets of 
expectations from the organization then it becomes a potential cost and administrative 
nightmare for the organization to ensure the fulfillment of these expectations, especially 
if doing so has a significant .impact on serious organizational outcomes. So organizations 
might be better off in the long run if they understand the composition of their workforce 
and are able to keep track of the current and future changes and accordingly make their 
policies flexible enough accommodate the needs of various employee groups. 
Additionally, the smart thing for organizations to do would be to find areas of overlap 
between employee groups such that they can reduce costs by learning about the 
configurations of the needs of their workforce. All of this raises the following question -
why should it be the burden of organizations to ensure this? Simply put, organizations are 
going to have to compete for top talent as the workforce shrinks and changes in 
composition. To do so they can use unique configurations of benefits offerings as 
recruitment and retention tools and by ensuring that the needs of their workforce are met 
they can also, to an extent, ensure a productive workforce. 
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Implications Regarding Retirement and Health Insurance Plans 
From looking at the supplementary data analysis it was evident that health 
insurance benefits and retirement benefits were highly valued as well as most utilized by 
all employees. Perhaps not coincidentally, these retirement and health insurance also 
happen to be two areas that are hotly debated about today. The sustainability of public 
pension plans in the Western world has become questionable because of the aging of the 
population (OECD, 1998). The labor force growth is actually projected to slow down to 
just under 0.8 percent annually between 2000 and 2050 (Bureau of Labor Statistics, 
2002). The working population, though living longer, is steadily growing older (Weller, 
2004). Over the last few decades the retirement age has decreased and the number of 
years over which retirees will collect benefits is likely to go up substantially (Gendell, 
2001, 2002), aided along by increases in average life expectancy (http://www.cdc.gov/). 
This raises cost concerns not only for retirement pensions but also for retiree health 
benefits and such population statistics are likely to be factored in by organizations when 
designing the provisions of their pension plans. 
While historically most people used to work till right before death, with the 
concept of retirement, an invention of the twentieth century, as of 2006 only 16.8% of the 
labor force was made up of worker 55 years and older (Toosi, 2007). Significant 
proportions of the labor force retire by age 65. The population statistics in the western 
world are changing such that each ten year age cohort is becoming similar in size as a 
result of enhanced life expectancy and decreased fertility, resulting in fewer working age 
youth in comparison to the large aging labor force (Riche, 2003). Population age 
dynamics have a significant impact on retirement pension costs. Were the labor force 
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participation to increase, there would be a direct impact on the reduction of pension costs 
for firms and governments, since any rise in the employment ratio would reduce the 
pensioner to worker ratio. With increased immigration into the United States and with 
hopes for increased labor force participation by minorities, women, and immigrants 
(Toossi, 2002), there is a possibility that pension costs might be stabilized somewhat. In 
addition, it is also unlikely that boomers will be retiring from the workforce in quite the 
numbers that are being predicted since pensions are not going to be as generous as 
believed (Cappelli, 2005). This means that organizations will have to ensure that they 
communicate well to their employees about retirement plans as well as educate 
employees about making wise investment decisions. 
In terms of health insurance benefits, rising costs are going to compel 
organizations to transfer increasing amounts of the cost for providing health insurance to 
employees. The price for medical care services overall has increased more than 300 
percent since 1982 in the U.S. As of the year 2004, more than 159 million Americans, or 
62.4% of the non-elderly population had some form of employer-sponsored health 
insurance (Fronstin, 2005) and employer-sponsored health insurance is considered the 
cornerstone of the U.S. healthcare system (Blumenthal, 2006). Employers have coped 
with the rapidly rising healthcare costs by reducing the generosity of their benefits and 
increasing cost sharing with the employees (Mercer Human Resource Consulting, 2006). 
Additionally, as the supplementary analyses indicate, not only were health insurance 
benefits valued and utilized the most by employees in this organization, certain 
configurations (HMO) of health insurance plans were preferred more than others (PPO, 
CDHC). Thus, while it is unlikely that organizations are going to stop providing health 
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insurance to their workforce, it is possible that they could shift the burden to employees 
by shifting to CDHC plans. 
Research has indicated that larger firms tend to prefer CDHC plans because it 
reduces administrative expenses, provides employees with an incentive to seek price 
information, and most importantly, helps firm to keep a distance from the unmanageable 
increases in premiums on an annual basis (Christianson, et al., 2002). However, in spite 
of all these supposed advantages from shifting the cost and decision to the employees, 
statistics as of year 2006 indicate that only about 4% of all workers in the United States 
are enrolled in high-deductible health plans with savings options, while health insurance 
premiums have risen a whopping 68% between 2001 and 2006 (Claxton, et al., 2006). 
This means that the burden for healthcare is still centered on the employer and firms must 
be adjusting in other ways to cope with these increased costs. Perhaps as organizations 
decide how to configure their health insurance benefits, it might be useful for them to 
examine the preferences of the workforce in terms of what different employee groups 
need and/or prefer. 
Implications Regarding Communication and Education 
If an organization is incurring cost for providing numerous benefits to employees 
only to find that numerous employee groups do not indicate a strong preference for those 
practices, there could be two possible explanations. One is that there is a mismatch 
between what the organization is offering and what the employees really need or desire. 
The other is that the organization is not doing and efficient job of communicating these 
practices to employees or administering them in a way that is accessible to employees. 
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Both reasons spell trouble for organizations since these lead to wasted costs. Hence, 
organizations should learn about their workforce composition in terms of needs for 
various practices before designing expensive benefits offerings. And organizations should 
ensure that once these practices have been designed, employees are made aware of them, 
they are educated about and provided resources to help aid them in understanding what 
these benefits can do for them, and that the administration of the benefits is set up in a 
manner that makes it accessible to employees. By doing this will ensure that 
organizations can indeed use flexible benefits practices aimed at satisfying the needs of a 
diverse workforce as efficient recruitment and retention tools. 
Some Additional Limitations 
This thesis had numerous theoretical and methodological challenges and the 
limitations of the study need to be improved on. The results were interesting and 
indicative of a need for deeper and fine grained analysis. In addition to the constraints of 
the data and organizational setting that were laid out in the beginning of this chapter and 
which informed the discussion of the results and organizational implications, this section 
will briefly explore additional conceptual limitations that arose in this study. Trying to 
develop a theoretical framework for a field that has largely been atheoretical and 
examining actual organizational practices in a scientific manner resulted in certain 
complications. The results of the factor analysis indicated that trying to impose a 
theoretical framework of data reduction needs to be balanced with the patterns in which 
variables might be more relevant in real organizations. For example, statistical rigor 
might suggest that paid vacation be combined with retirement plans rather than other paid 
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time off practices while in reality employees might not be viewing these benefits in such 
a configuration. Perhaps a more inductive approach might be more appropriate in 
building theoretical models in this area, especially if such models are to be used for 
predicting employee preferences and thus aiding in benefits design. 
The absence of other data, such as compensation or job level information, restricts 
the understanding of the role of employee benefits. If the wage/salary compensation 
provided by the organization is sufficient enough for employees to provide for their needs 
themselves, or if employees are being taken care of under their spouse's benefits policies, 
it is possible that they would not indicate too much preference for the benefits they are 
being offered. Perhaps methodologies that force employees to choose between practices 
might be more illustrative of their preferences than self report measures, especially since 
the latter are more susceptible to social desirability errors or errors due to disinterest in 
responding honestly or accurately. 
And finally, an additional limitation is the unavailability of actual enrollment data 
by various demographic characteristics. If it can be ascertained that certain employee 
groups do indeed use particular benefits more than other employee groups (of course, 
dependent on the organization actually making these benefits available and useable), it 
would be possible to match these trends to theoretical considerations and population 
statistics and develop a sounder framework of the effect of demographic characteristics 
on preferences for various benefits practices. 
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Conclusion 
As the changing composition of the America working population gets reflected in 
the demographic composition of organizations, there will be various groups of employees 
in organizations based on their demographic characteristics. To the extent that having 
certain personal characteristics, indicative of life stage and household configuration, 
means different expectations from the organization, employers should be concerned 
about how to deal with these various employee groups. This can help employers to better 
design and implement employment practices that can satisfy numerous employee groups 
and aid in recruitment and retention as well as differentiating themselves from other 
organizations. 
The results of this study do indicate some employee differences based on 
grouping according to personal characteristics. Additionally, the absence of significant 
findings could also be indicative of other mechanisms at play that organizations should 
be concerned about. Before incurring the cost of expensive and complicated benefits 
offerings organizations should understand which ones are relevant to their particular 
employee groups, whether employees are fully aware of their choices, and whether the 
organization has a system in place that can ensure adequate employee education and 
participation in these employment practices. This thesis raises numerous theoretical and 
methodological challenges for future research, which should be directed toward 
understanding not only differences in preferences but also whether met preferences lead 
to positive organizational and employee outcomes, and if so, whether these outcomes 
outweigh the considerable costs of instituting flexible employee benefits programs to 
accommodate the diversity of employee needs and preferences. 
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Table 4: List of Employee Benefits Included in Employee Survey 
Preferred Provider Organization 
Consumer Directed Health Plan 
Health Maintenance Organization 
Aetna Behavioral Health Program 
Dental Plan 
Vision Plan 
Long Term Disability Plan 
Health Care Select Account 
Dependent/Day Care Select Account 
Dependent Life Insurance 
Vacation Buy and Sell 
Personal Financial Planning 
Retirement Plan 
Investment Plan 
Basic Life Insurance 
Retiree Life Insurance 
Group Life Insurance 
Long Term Care Insurance 
Educational Assistance Program 
Paid Vacation 
Salary Continuance Plan 
Short Term Disability Plan 
Employee Assistance Program 
Matching Gift Program 
Adoption Assistance Program 
Women's Health and Cancer Rights Act of 1998 
Equal Employment Opportunity Policy 
Quality of Work Life Policy 
Employee Complaint Resolution Procedures 
Electronic Communications Policy 
Career Opportunities Program 
Death of Family Member (paid time off) 
Employee Referral Program 
Jury Duty (paid time off) 
Leave of Absence Policy 
Purchase of Company Products 
Salary Continuance Plan (in case of illness/accident) 
Service Awards 
Short Term Education Program 
Vacation with Pay 
113 
Table 5: List of Employee Benefits under Various Categories 
Benefits Category 
Health insurance Benefits 
Retirement Benefits 
Paid Time Off Benefits 
Accommodation and Enhancement Benefits -
Family Friendly 
Accommodation and Enhancement Benefits -
Employee Development 
Disability and Life Insurance Benefits 
Specific Benefits Included in Category 
Preferred Provider Organization 
Consumer Directed Health Plan 
Health Maintenance Organization Plan 
Aetna Behavioral Health Plan 
Dental Plan 
Vision Plan 
Health Care Select Account 
Retirement Plan 
Investment Plan 
Vacation Buy and Sell 
Paid Vacation Program 
Death of Family Member (time off) 
Jury Duty (time off) 
Leave of Absence Policy 
Vacation with Pay 
Dependent/Day Care Select Account 
Personal Financial Planning 
Educational Assistance Program 
Salary Continuance Plan 
Employee Assistance Program 
Matching gift Program 
Adoption Assistance Program 
Women's Health and Cancer Rights Act of 1998 
Purchase of Company Products 
Salary Continuance (illness/accident) 
Short Term Education Program 
Equal Employment Opportunity Policy 
Quality of Work Life Policy 
Employee Complaint Resolution Procedure 
Electronics Communications Policy 
Career Opportunities Program 
Employee Referral Program 
Service Awards 
Long Term Disability Plan 
Dependent Life Insurance 
Basic Life Insurance 
Retiree Life Insurance 
Group Universal Life Insurance 
Long Term Care Insurance 
Short Term Disability Plan 
114 
Table 6: Breakdown of Demographic Characteristics Overall and by Location 
AGE 
Below 31 years 
32 to 40 years 
41 to 49 years 



















Under 2 years 
Ages 2 to 5 
Ages 6 to 12 
Ages 12 to 18 




0 to 2 years 
3 to 6 years 
7 to 14 years 

























































































































































































































A - Number of dependents - the statistics listed indicate the total number of employees who responded as 
having 1 or more dependents in each of the categories 
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Table 7: Factor Analysis Results - Eigenvalues and Variance Explained 
























































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Table 9: Benefits Practices for Categories Identified by Factor Analysis 
Benefits Categories 
Accommodation and Enhancement -
Family Friendly Benefits 
Accommodation and Enhancement -
Employee Development Benefits 
Disability and Life Insurance 
Benefits 
Paid Time Off Benefits 
Health Insurance Benefits 
Retirement and Paid Vacation 
Accommodation and Enhancement -
Salary Continuance Benefits (Family 
Friendly) 
Benefits Practices 
Dependent Day Care, Personal Financial 
Planning, Educational Assistance, 
Employee Assistance, Matching Gift 
Program, Adoption Assistance, Women's 
Cancer Rights, Employee Referral Program, 
Short Term Education, Purchase of 
Company Products 
EEO, Quality of Work Life Policy, 
Employee Complaint Resolution Procedure, 
Electronic Communications Policy, Career 
Opportunities Program 
Dependent Life Insurance, Basic Life 
Insurance, Retiree Life Insurance, Group 
Universal Life Insurance, Long Term Care 
Insurance 
Death of Family Member, Jury Duty, Leave 
of Absence (medical, family, military, 
personal) 
Preferred Provider Organization, Consumer 
Directed Health Plan, Health Maintenance 
Organization, Behavioral Health Program, 
Health Care Select Account 
Retirement Plan, Investment Plan, Vacation 
Buy and Sell, Paid Vacation 
Salary Continuance, Short Term Disability, 





















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Table 20: Benefits Categories Ranked Most Valued and Utilized 
Total number of responses for rank ordering of 3 benefits most valued and 3 benefits most 
utilized for specific benefits practices reported by employees (benefit ranked by maximum 
number of employees in each category appears in bold) 
Missing Responses 
Adoption Assistance 
Basic Life Insurance 
Career Opportunities 
Death of Family Member 
Dental Plan 








Group Universal Life Insurance 
Health Insurance 
Investment Plan 
Jury Duty time off 
Leave of Absence 
Long Term Care Insurance 
Matching Gift Program 
Paid Vacation 
Pay/Bonus 
Personal Financial Planning 
Purchase of Company Products 
Quality of Work Life Policy 
Retiree Life Insurance 
Retirement Plan 
Salary Continuance Plan 
Select Accounts 
Service Awards 


































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Figure 1: Labor Force Participation of Women 











All women, 16 and older 
Married women with no children 
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Source: BLS estimates, Cohany and Sok, 2007 
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Figure 2: Labor Force Participation of Mature Workers 
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Figure 3: Current and Projected Age Trends 
(Percentage of Total Population) 
Sources: Hobbs and Stoops (2002); Day (1996) 
Age Trends and Projections for the United States: 1900-2050 
1900 1910 1920 1930 1940 1950 1960 1970 1980 1990 2000 2010 2020 2030 2040 2050 
l Age less than 18 • Age 65 and over 
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Figure 4: Percentage Change in Labor Force Participation by Race/Ethnicity 
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Since this study was part of a larger study, the whole survey instrument has not been presented here. This 
section presents only the relevant parts of the survey instrument measuring the variables studied in this 
thesis. Company identifying information has been blackened. 
Part VI: Listed below are benefits offered by ^ | , followed by a brief description and/or the components 
of the benefits. Please indicate the extent to which each benefit is important to YOU personally by circling 
the appropriate number next to each benefit. For example, if the benefit is Not At All Important to YOU, 




^ H Preferred Provider Organization 










Health Maintenance Organization Plan (numerous 
options available depending on geographic location: 
e.g., Humana, Health-Alliance, Aetna, Kaiser, CIGNA, 
Blue CroS' and $lue §hield,*etc.) \ 
Aejna Behavioral HEalthJABH) Prpgiam 
(Mental Health and Substance Abuse if ABI1 
determines it is covered) 
DcntaLPJa.n (administered by MetLife) 
Components- Preventive Services (paid at 100%). 
Diagnostic an'd Therapeutic Services and Supplies 
(paid at 80i90%);*j(lcstorative and Prosthetic Services . 
(paidal50Vo) •' -
Vision Plan (administered b> Spectcfa) 
fSornimnents'Jlic E*xam;Trescripiion Lenses: l-"raines, 
'Or Contact tenses'- r . 
Lonp 1 erni Disabilitv Plan (administered by MetLife) 
CpmponSgts: M$nthly.:Benefits: Rehabilitation 
Incentivej- Child Care Expense Benefit; Continuing '. 
hducaiioff Benefit ' '• 
Healthcare Select Account 
Dependent/Day Care Select Account 
Dcbendent Life Insurance, (administered by MetLifeVu 
Lump-suaV benefit onfteatlfOf sppusejin.aVor' * '- ,;* "<": 
dependerfi child! f ^ ': .|V •" 















* * • 
_ 


















- • / • ' 
V,- - • 
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Survey Continued 
11 Vacation Bu\ and Sell 
Bin extra week of vucajion: sell one week of vjcatum 






! * • 
Personal'Financial Planning (administered through 
I'ritcwaterhouseCoopen,) -
Wcb-b̂ ased financial planningJOol; online financial 
education and planning resource's. 
Retirement P,lan 
Defined benefit - based on final average earnings, 
benetil semce under plan, primary social security 
under benefit, and retirement'termination date; 2% on 
after-tax basis, full\ vested after live vears 
participation. Components: Xormal or Deferred 
Recrement; Early Retirement; phukihty Retirement 
Termination before Retirement; Tram/erred 
Employees; Death before Retirement or Termination: 
Return wWork after Retirement 
Investment Plan'(40I(k) Investment Plan) 
Administered bj l'he'Pension and Investment 
Coiiimittce; the plan is a defined contribution plan 
•witli'profit sharing mutch and 40l(k) Plan features. 
Investment Options: ^ H Common Vock fund, 
Small-SfitfCap IffyuiigFund; International Equity ' > 
Fund. Growth FUnd. mrgefCap Value Fund, Equity 
Index Fuhd, Balanced. Funci. Bond Fund. Stable 
Value-Fund >. : '- '•' -
Other.Componems: Matching Contributions 'two 
types bfcorpbjate matching contributions - regular 
$Q%'tdndprofit sha^ngji^-uans Withdrawal Options 
(AJi^r-lax contributions; Rotldver Contributions; 
Corporate Matching Contributions, Financial 
Hardship Withdrawal of Employee Contributions: 
Age 59L2 Withdrawal) 

















< " ' • 








15 Basic Life Insurance (administered by Mctl.ife) 
Not At All 
Important 




Retiree tife Insurance Plan (administered by Mell.ife) 
(jroup Universal jil'c lrfeurap.ee (administered through 
MetLifc) - ' -- ' " ;' 
Permanent lifctinsurancc jjrntcction plus opportunity 










Long Term Care Insurance (administered through 
MaLife) 
.Insurance against high cost of extended non-medical 
'custodial or sicilled'care," 
1-ducational AssistanceProerum fTwiionRefund) 
Full time'trnployccs \yho have bceft continually 
employedMbr owr siif months are eligible; advanced 
degree cbursesJimiteft to rrjianagerlal anjprofessional 
level employe's; covered cruises must be directly 
related'to employee's current position or probable 
future position.' 
Paid Vacation Program 
Earned on a pro-rata basis during each calendar year, 
-bated on years of credited service and number of 
months woik'ed during cunerit calendar year. • ' ' * 
• . - • 
Salarv Continuance Plan 
Income protection during periods of cMended illness; '" 
depends oh length of'service. 
Short-Term Disability Plan (administered bv MetLife ) 
No employee contribution required. 
.--
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. . • * » ' 
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Kmplpy&e Assistance Program (administered bv 
Harris, TRotheriberglnterniitional) 
•< • . * - i * 
-•- I'' $ 
Helps1 employees With iSSucs^DccliAg their jobs and 
livi$ including raising .children, coping with elderly 
parents, marital c<Jhflict', financial troubles, alcohol 
;ar!d drug abuse, s^ess/depression. and anything else 




Matching Gift Program 
H I Foundation with match gilts to eligible 
institutions at-fhe rate of SO cents to a dollar, 
maximum tljat employee' may.contribute that can be 
matched is -$5000 per year 
Adontion Assistance Prppam " 
Up to $10,000 in benefit reimbursement for specific 
adoption-.relate)} cxpeWs/as well a> parental leave 
time for the adoption of non-related childicn 
Somen's Health and Cancer Riehts Act of 1998 
Certain breast reconstruction coverage be provided b> 
group health plan's thatjcover,"maslectorny procedures;. 
B H Coiporalion'Managed PPO and CDIIP- Medical 
Plans provide Tor coverage specified b\ the Act 




























Equal Emplo\merit Opportunity Policv 
Quality of Work Life Policv 
Employee Complaint Resolution Pruceduie for 
Salaried Kmployecs • 
l-leetronic Communications Policv 










Death of Familv'Mcmber (time off with pay"! 
1-mployce Referral Program 
Jury Duty time off 






Leave of Absence Polic) (medical. famiK. military, 
personal) 
Purchase of Company Products 
Salary Continuance Plan (in case of illness or 
accident) 
Service Awards' 
Short Term Uducation Piogram 






















Part VIII; Background Information: 
Age: [ ] years on average, with a standard deviation of 
Gender: Gender distribution of the sample. 
Male [ ] Female [ ] 
Race/Ethnicity: Ethnic distribution of the sample. 
Caucasian [ ] African American [ ] Hispanic/Latin American [ ] Asian American [ ] Other [ ] 
Marital Status: Marital status distribution of the sample. 
Single/Never Married [ ] Married/Cohabitating [ ] Separated [ ] Divorced [ ] Widowed [ ] 
Number of Dependents: Total number of employees who indicated having dependents in each category. 
i) How many children do you have in each of the following age categories? 
Under 2 years [ ] Ages 2-5 [ ] Ages 6-12 [ ] Ages 12-18 [ ] Over 18 years [ ] 
ii) How many elderly dependents (parents, grandparents, other relatives) do you have? [ ] 
Years at H i : Average organizational tenure. 
[ ] years, with a standard deviation of 
Years at Current Job: Average job tenure. 
[ ] years, with a standard deviation of 
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APPENDIX B 
ADDITIONAL REGRESSION RESULTS 
(Race and Gender Interaction Effects) 





Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 



























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for Health 
Insurance category of benefits. 
Standardized regression coefficients 
and standard errors are presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was significant (and 
p<0.05). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.10, **p < 0.05, ***p < 0.001 
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Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 



























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for 
Retirement and Paid Vacation 
category of benefits. Standardized 
regression coefficients and standard 
errors are presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was significant (and 
p<0.001). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.10, **p < 0.05, ***p < 0.001 
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Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 






























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for Disability 
and Life Insurance category of 
benefits. Standardized regression 
coefficients and standard errors are 
presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was highly significant (and 
p<0.001). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.10, **p < 0.05, ***p < 0.001 
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Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 



























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for Paid 
Time Off category of benefits. 
Standardized regression coefficients 
and standard errors are presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was highly significant (and 
p<0.001). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.10, **p < 0.05, ***p < 0.001 
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Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 





























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for 
Employee Services category of 
benefits. Standardized regression 
coefficients and standard errors are 
presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was highly significant (and 
p<0.001). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.10, **p < 0.05, ***p < 0.001 
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Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 




























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for Salary 
Continuance category of benefits. 
Standardized regression coefficients 
and standard errors are presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was highly significant (and 
p<0.001). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.10, **p < 0.05, ***p < 0.001 
1 
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Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 






Gender Dummy Male 1 
Female 0 
African American 
Latin American Hispanic 
Asian American 
Dependents below age 12 
Dependents between age 
12 and 18 
Elderly Dependents 
Caucasian 
Gender African American 
Interaction 
Gender Latin American 
Interaction 




























































This table presents the regression 
results for the interaction effect 
between race and gender on 
employees' preferences for 
Employee Development category of 
benefits. Standardized regression 
coefficients and standard errors are 
presented. 
For gender, "Males" was the 
excluded category. 
For race, "Race Others" was the 
excluded category. 
Each significant interaction term is 
presented in bold with significance 
level also indicated. 
The F statistic for both the models 
presented was highly significant (and 
p<0.001). However, the change in R2 
was not significant. 
Significance level: 
*p < 0.J0, **p < 0.05, ***p < 0.001 
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